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ABSTRACT 
In Singapore, the government has recognized the importance of hfelong 
learning at the workplace. It is the new educational reality as knowledge is 
highly marketable in the knowledge society and organizations will benefit 
and prosper so long as they continue to capitalize upon their intellectual 
resources. 
All companies operating in Singapore will need to assume responsibihty in 
establishing an organization learning curriculum, both formal and informal 
but as Singapore is a multicultural environment with companies from 
different parts of the world, it can be hypothesized that they will react 
differently to this need. The main purpose of this study is to seek a better 
understanding of the impact of Eastern and Western cultural differences on 
the development of lifelong learning at their workplace in a learning 
organization in Singapore. 
The instruments used in this study include questionnaires and semi-structured 
interviews with employees from an Eastern-Singapore and a Western-German 
culture case-study organizations. The questionnaires comprised four main 
measures concerning: (1) The development of subject matter expertise; (2) 
Problem-solving techniques; (3) The development of reflective skills and (4) 
The climate of personal and social relationships in the organizations studied. 
Both quantitative and qualitative data show that the Eastern-Singaporean and 
Western-German culture case-study companies have positive patterns of 
development towards establishing some form of corporate curriculum. There 
is no significant difference in the way they drive for lifelong learning at 
workplace. On the other hand there are some differences such as the intensity 
and scope of training which can be explained by reference to theories of 
cultural difference. 
On the other hand, there is no evidence to show that the case-study companies 
provided skills training in areas outside the employees' current domains. 
This somewhat negative conclusion has implications that it is not just culture 
that explains the restricted training programmes of these companies. Perhaps, 
the local economic situation of Singapore, under pressure for business 
effectiveness, is a much more decisive factor encouraging managers to 
interpret their needs for training in some restricted way. 
Based on the research, it is concluded that in Singapore where globalization 
activities are very intense, the impact of business survival is closing the gap 
between the Eastern and Western culture organizations in the field of training 
development. It is also concluded that lifelong learning at the workplace of 
both the Eastern-Singaporean and Western-German culture organizations is 
very much limited to the current domains that the employees are assigned to. 
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INTRODUCTION 
This study examines differences in approach and understanding between the 
'Eastern' and 'Western' culture, exemplified in two case-study organizations in 
Singapore, with respect to the idea of lifelong learning and to the work-based 
training and development of their employees. The background for the study are 
global changes in economic life and the pressures these exert on all work 
organizaUons to become ever more efficient and competitive. The particular 
context for the study is Singapore. This is a city-state in which determined efforts 
are now being made to improve the skills of the labour force to enable Singaporean 
companies to enhance their competifiveness. The government promotes a 
particular but narrow version of lifelong learning. One of its approaches 
addressing the needs of the general workforce is to emphasize the importance of 
learning new skills in keeping up with the job market. It suggests that lifelong 
learning is the new educational reality and the notions of "intellectual capital" and 
"knowledge society" are critical in maintaining, renewing and developing 
intellectual resources. Therefore, there is a need for mind-set changes in 
constituting and contributing potent resources to the future development of modem 
Singapore. The government embraces the notion that human capital formation and 
investment in people are key determinants in achieving sustainable economic 
growth. 
Given this pressure to embrace lifelong learning, and the fact that Singapore is an 
Asian society with a very strong, western-oriented economy and business elite and 
has high levels of inward investment from western companies, it is thus a good 
setting in which to explore whether there are differences in approach to work-based 
learning related to the cultural factors that shape learning experiences at work. The 
fi-amework of the study of the corporate curriculum (Kessels, 2001) in the two case 
study organizations is reflected in four research questions and is summarized at the 
end of this chapter. The literature review foimd in Chapter Two further helps the 
researcher to define the problem more clearly. The following section details 
examples from Singapore of new and widely differing approaches that are being set 
in motion in order to construct and develop much needed lifelong learning 
communities. 
1.1 Lifelong Learning in Singapore 
In the contemporary world today, change is the norm. Without exception, 
Singapore is undergoing rapid changes in its economic arena. This is demonstrated 
by the recent developments of Free Trade Agreement between Singapore and the 
United States, Australia, New Zealand, Japan, Vietnam, and the up and coming 
India and many more in the ASEAN and Asia Pacific region. The impact of 
globalization has created a complex working enviroimient and has resulted in new 
challenges for leaders to manage. Therefore, it becomes meaningflil for 
Singaporeans to realize the needs for work-based lifelong learning to cope with 
new job opportunities. 
The labour shortages of the mid-1970s in Singapore led to the development of 
technology-intensive manufacturing industries. Concurrently, there was a renewed 
emphasis on technical education and training as well as expanded incentives for 
more research and development. In the 1980s, the government determined to 
develop knowledge-intensive industries and that, in turn, led to the current focus on 
information technology, aerospace technology, pharmaceutical products, and 
computer aided design and computer aided manufacturing. With its high labour 
costs, Singapore focused on a "Total Business Centre" strategy, whereby tax 
reductions and exemptions were given to foreign companies that established 
comprehensive operations within the economy. 
Another strategy was to continually upgrade the skills of the workforce. The 
Institute for Technical Education and the polytechnics are major driving forces for 
much of this, along with increasing R & D incentives given by the Economic 
Development Board. In another strategy, Singapore developed a product known as 
the Students' Multimedia Integrated Learning Environment, or SMILE. Launched 
in 1996, this effort integrates the expertise Singapore wants to develop and become 
known for, with an applied solution that will be used to develop the workforce 
needed to support the product. Rather than relying purely on the traditional 
education system to drive this initiative, it is driven by collaboration between 
Informatics Holdings Limited (Singapore registered company) and Singapore's 
National Computer Board's Information Technology Institute (Lee, 1996). In this 
approach to lifelong learning at the workplace, business and industry is not simply 
going to be the curriculum focus; it is going to be much of the development and 
delivery mechanism as well. This leads to the question: wil l such policies iron out 
differences between commercial organizations in Singapore in their approach to 
employee development? 
In this study there is an account of the implications of these policies for work-based 
training and development. The key ideas that inform its approach are drawn from a 
literature on lifelong learning and in particular, a body of ideas related to 
organizational learning. A key concept examined here, drawn from the work of 
Kessels, is that of the corporate curriculum. Kessels (2001:502) defines 
'corporate curriculum' as 'a special plan set by the organization for learning to 
exist. It provides the framework for the learning functions that promote the ability 
to signal relevant information, to create new knowledge and to apply this 
knowledge to step by step improvement and radical innovation of work processes, 
products and services. 
Another entry into the issues is provided by Antony (1994:17) who argues that in 
order to compete effectively in the turbulent global economic environment, the 
foremost necessity is to make meaning for people at work. He advocated that 
people must be aware of the needs and the processes involved in making changes 
for the survival of a business and thus enabling the prospect of job security. In 
Singapore, the government is aware that those labour-intensive industries that were 
lost to our neighbors would never come back. Therefore, there is a need for 
Singapore to target capital industries and develop them as a competitive advantage 
over the neighboring countries in this region. Hence, there is need for continuous 
learning at the workplace in order to stay ahead of economic changes. 
A further approach to these issues is to consider the cultural dimension quoted of 
Bruner (1996:13-6) "that interpretations of meaning reflect not only the 
idiosyncratic histories of individuals, but also the culture's canonical ways of 
constructing reality. Nothing is "culture free," but neither are individuals simply 
mirrors of their culture". He further commented that "It is the interaction between 
them that both gives a communal cast to individual thought and imposes a certain 
unpredictable richness on any culture's way of life, thought, or feeling." 
Therefore, effective learning in the workplace is probably affected by culture at 
large. 
Since as Bruner and many others have argued, there are profound cultural 
differences between societies it is important to explore the ways in which they 
shape different learning environments. For this reason, this study is based on a 
comparison between organizations from Eastern and Western cultural contexts. 
These are broad concepts which are widely used in everyday language. There is 
some support for them. Hofstede (1991:15-18) whose work is widely cited and has 
been very influential describes differences in the values and beliefs and social 
arrangements of East Asian societies and those of the West. It might be expected 
therefore that there will be observable differences in respect of how companies 
train people and in how people learn in the workplace. Singapore is a particularly 
valuable place to study such differences for it is a city-state that bridges the two 
cultural worlds and where such cultural differences could in principle be clearly 
observed. In later parts of the thesis the concepts of 'Eastern' and 'Western' will 
be however considered in more detail. 
The purpose of this thesis is to understand differences i f any, between the 'Eastern' 
and 'Western' culture of two case-study companies in Singapore in respect of the 
structure of their training curricula and support for staff in lifelong learning at the 
workplace. From this comparison, readers may expect to learn: (i) how the 
differences in 'Eastern' and 'Western' culture relate to the development of learning 
at the workplace and (ii) how the cultural differences within management shape 
differences in approach to training and development. 
1.2 Singapore's Economic Development Strategy 
In this section, the researcher will give a more detailed chronological account of 
the nation's economic background mentioned above and also set the context in 
which the case study companies have to be competitive, regardless of their 
'Eastern' or 'Western' cultural orientation. This section explains the particular 
approach and philosophy behind Singapore's economic development strategy and 
the role of training and development in Singapore. It is necessary to do this 
because workplace learning cannot be discussed in isolation from the experiences, 
attitudes and values of those who manage it or take part in it and because these 
features of the workplace have a distinctive history in every society and culture. 
The island-emporium and later city-state of Singapore is the modem and post-
modem successor of a long series of flourishing city-states in Southeast Asia 
during pre-colonial and colonial times. However, after two decades of continual 
growth, the Singapore economy went into an unexpected recession in 1985 with a 
negative growth rate of 1.6%. At this stage, the nation went into a state of 
economic crisis. A special high level Economic Committee was immediately 
formed to thoroughly review the situation. Swift actions and drastic measiu-es were 
taken by the goverrmient to save the economy. By the end of 1986, the worst was 
over and a positive growth rate of 1.8% was registered. The growth was small 
when compared to the glorious past, but confidence was restored. 
The lesson had been learnt. In order to be competitive at all times, productivity 
growth must exceed cost increases. The Economic Committee Report charted new 
directions for the Singapore economy. It identified several new growth areas 
where Singapore can carve a niche in the world market (Tan, 1995:2-7). Two of 
the growth areas are hi-tech industry and information technology. A S$2 billion 
budget was set aside for the National Science and Technology Board in its R & D 
expenditure with a target of reaching 2% of GNP by 2000. At the same time, the 
National Information Infrastructure was created to link the excellent 
telecommunication network with the vision of becoming an "Intelligent Island". 
After a decade of concerted effort, the entire Civil Service system was successfully 
computerized. This has resulted in the wide spread of Electronic Data Interchange 
(EDI) systems such as TradeNet, PortNet, LawNet and MediNet. 
In this context, Lim (1995:83-95) argued that human resource development is one 
of the key factors for a nation to sustain improvements in living standard and 
higher productivity. For example, Lim's view is illustrated by one of the 
approaches taken by the government to augment the domestic labor force by using 
tax and other incentives to encourage women and older workers to become and 
remain economically active. Hence, formal and informal lifelong learning at the 
workplace are encouraged. 
The training infrastructure is under the purview of the Skills Development Fund 
(SDF) Board and fiinded by access on the payroll of less skilled workers originally 
defined by a wage ceiling of S$750 a month. It is now raised to SSIOOO a month 
and the current access rate is at 1% of basic wage. Al l collected fiinds go into a 
common pool from which grants for approved training programmes and courses are 
disbursed upon application by organizations to help them defray the cost of training 
programmes. 
Peebles & Wilson (2002:35-38) argue that the formation of the Strategic Economic 
Plan in 1991 was much more ambitious and wide-ranging. The following eight 
strategic thrusts were structured to reflect their relevance for the new century. 
1. Enhancing human resources 
2. Promoting national teamwork 
3. Becoming internationally oriented 
4. Creating a conducive climate for innovation 
5. Developing manufacturing and service clusters 
6. Spearheading economic redevelopment 
7. Maintaining international competitiveness 
8. Reducing vulnerability 
One of the latest strategies is the recent formation of the Infocomm Development 
Authority of Singapore (IDA). The strategy of this formation is to help the 
Republic to retain its position as a location for high-end manufacturing. The IDA 
will work with several multinational companies in Singapore to develop an 
integrated supply chain. The objective of an integrated supply chain is to increase 
the efficiency and profitability of an enterprise by controlling the production, 
shipment and distribution of products centrally. The IDA's vision is to position 
Singapore as a nerve centre for coordinating regional supply chains that offer the 
whole spectrum of manufacturing services, so as to remain relevant in the new 
high-tech manufacturing landscape. One of the opportunities for the Republic is to 
create close to 185,000 jobs. These can be filled by many of the existing 
workforce, provided that they possess matching skills and competencies (The 
Straits Times, 31' ' March 2004). 
The government is aware that the world has changed, partly because of the 
adoption of internet technology and the importance of research and innovation so 
that for Singapore to be successful in the future it must be 'part of the knowledge-
based world.' (Lee et al., 2000:763). It is obvious that the above strategic thrusts 
encourage the workforce firom both 'Eastern' and 'Western' culture to excel in 
order to stay competitive. One of the approaches is to continue with the lifelong 
learning so as to contribute to the growth of the economy. 
In order to investigate how industry is in practice responding to all this and i f the 
cultural dimension is important in their responses, this study, as will be explained 
in more detail, is based on case studies of two companies based in Singapore. One 
is Singaporean, the other German. The study investigates whether and in which 
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ways cultural differences within management relate to differences in approach to 
training and development, despite the fact that both organizations function in the 
same country and in the same, broad macro economic environment. The 
significance of this study is that it builds into the literature of organizational 
learning a comparative cultural dimension. 
1.3 Organization of the Thesis 
The thesis consists of nine chapters. They are: 
Introduction 
Background 
Literature Review 
Methodology 
Description of Organizations under Study 
The Participants' Perspectives (4 chapters) 
Conclusions 
Each of these chapters is devoted to its particular purpose and when combined 
together, they represent in totality the advancing argument on the practices of 
organization learning between the 'Eastern' and 'Western' cultures. 
After this introduction, Chapter One gives the background to the arguments and 
purpose of the study. Firstly, it describes the context from which there is a growing 
concern for continuous learning and training at the workplace in order for 
companies to stay competitive in this global village that we are now living in. This 
helps to set the scene for the conceptual discussions and the subsequent 
investigation on the importance of lifelong learning to support the development of 
a learning organization in the workplace. Secondly, this chapter also identifies the 
impacts of economic downturn in this region after the 1997 financial crisis and 
needs for restructuring through lifelong learning efforts. Discussions also include 
the views from some companies operating in Singapore and their belief in adopting 
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the learning-based approach to manage organizational change. Included at the 
beginning of this chapter is a brief account of Singapore's Economic Development 
Strategy. The objective of this inclusion is to set the context in which the two case 
study companies have to be competitive and to explain the particular approach and 
philosophy behind Singapore's development strategy. Finally, this chapter gives a 
brief outline on the purpose of the study and its key research questions. 
Chapter Two gives a literature review on the topic of learning organizations and 
lifelong learning in the workplace. The themes that are highlighted are 'Eastern' 
and 'Western' organizations' cultural differences, training and Human Resource 
Development (HRD), learning organizations, organization learning, learning and 
skills, and competencies. This review section attempts to provide a comprehensive 
synthesis of major thoughts and discussions on the above concepts to enable a 
clarification of the differences between the 'Eastern' and 'Western' culture 
organizations. Each of these concepts will be discussed in the light of its 
contribution to the development of lifelong learning in organizations. 
Chapter Three covers the justification of methodology chosen. Issues include the 
reasons for combining quantitative and qualitative research and the choice of 
comparative methods, including the interpretation of data from focus groups, and 
the question of research ethics. 
Chapter Four gives a detailed report of the two organizations under study. 
Materials are based on internal as well as external public sources. Internal sources 
refer to interviews conducted with the managers, supervisors and the general 
workforce, the questionnaires obtained from samples of each department, and the 
observations made by the researcher during the in-house training sessions. 
External sources refer to the articles and company write-ups obtained from the 
monthly and quarterly joumal and the companies' annual reports. 
Chapters Five to Eight give a report of the data collected from the two case study 
companies. The data are presented systematically in the light of the underlying 
hypotheses that have been derived from the literature 
Chapter Nine is the final chapter of the thesis that aims to discuss the findings by 
drawing comparisons between the conclusions of the study in question and those 
major conclusions of previous research. It tries to articulate the extent to which the 
research evidence presented by the study is supportive of the major theses. 
Implications wil l then be drawn and reflection on the limitations of the research 
work will be discussed. Finally, the chapter suggests important areas for fiiture 
research and comments on the methods of inquiry that may be most usefiil in 
increasing the understanding of the impact of lifelong learning and the 
development of learning organization at the workplace. 
1.4 Purpose of the Study and Research Questions 
The principal objective of the study is to identify the differences, i f any, between 
the 'Eastern' and 'Western' cultural beliefs in pursuing the lifelong learning 
concept in a learning organization. This involves an exploration of the kinds of 
learning climate within a workplace, and the level of training and development 
provided to produce a learning environment. 
Thesis proposition: there is a global discourse of lifelong learning that originated in 
the West. In recent years the 'Eastern' companies have adopted this lifelong 
learning initiative to enhance their business competencies. However, differences in 
'Eastern' and 'Western' culture organizations may have an impact on their work-
based training practices. 
The case study exemplars are based on two multi-national companies located in 
Singapore. One of them is German-based and the other is a Singaporean entity. At 
least in principle, despite being multi-nationals, they are likely to represent the 
'Western' and 'Eastern' practices respectively. 
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The framework of the study is based on following questions to compare between 
'Eastern' and 'Western' approaches to hfelong learning. These questions which 
wil l be the basis for the analysis of literature to be introduced in the next chapter 
wil l link Kessels with Hofstede. They are: 
l.Is there a difference in approaches to the provision of a corporate curriculum 
between the two case-study companies? 
2.If there is a difference, to what extent can this be attributed to national culture 
values and to what extent to company cultural values? 
These points are fiirther formulated and operationalised as four research questions 
as below: 
1. Do 'Eastern' and 'Western' companies take different approaches in providing 
subject matter expertise to their staff basing on their company cultural values? 
This question is aimed at addressing the level of competencies related to acquiring 
subject matter expertise through a training and development plan established by the 
'Eastern' and 'Western' organizations. 
2. Do 'Eastern' and 'Western' companies take different approaches to training 
staff on problem solving techniques to enhance their knowledge in resolving 
problems continuously in order to support their company values ? And if so: are 
the values which staff are trained to support 'Eastern' and 'Western' respectively? 
This is a question about learning to solve problems by using domain specific 
expertise. It is important to develop competencies with which existing domain 
specific knowledge is applied to solving new problems. This requires both 
reproductive skills and also productive skills, meaning the ability to act in new and 
ill-defined problem areas. 
3. Are 'Eastern' and 'Western' companies' staff being helped differently and in 
ways which reflect 'Eastern' and 'Western' approaches to develop reflective skills 
and meta-cognitive skills that enable them in approaching problems? 
The purpose of this research question is to establish the 'Eastern' and 'Western' 
approaches - and possible differences between them - to developing reflective 
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skills and meta-cognitive competence conducive to locating paths leading to new 
knowledge. 
4. Is the climate of personal and social relationships within the 'Eastern' and 
'Western' organizations supportive of new learning and is it attributed to 'Eastern ' 
and 'Western' cultural values or to company cultural values? 
This question aims at understanding the level of communication skills provided by 
the 'Eastern' and 'Western' organizations to the staff. It is recognized that 
securing the right communication skills is important in getting access to the 
knowledge network of others and that will enrich the learning climate within a 
workplace. 
The researcher realizes that knowledge productivity requires easy access to 
relevant sources of information and competence. Do the 'Eastern' and 'Western' 
organizations provide these facilities in different ways? Even though the 'Eastern' 
and 'Western' organizations may provide these opportunities, are the staff 
proficient enough in the communication and social skills to get access to these 
networks? Hence, a few common questions as below wi l l help to evaluate the 
efficiency of the staff communication skills. 
i . How do 'Eastern' and 'Western' organizations make themselves attractive in 
order to get the staff to participate in networks of knowledge workers? 
i i . What can 'Eastern' and 'Western' organizations' offer the necessary 
assistance and how are they accepted? 
i i i . To what extent can the above be attributed to 'Eastern' and 'Western' cultural 
values and to what extent to company cultural values? 
In addition, this research aims to compare the 'Eastern' and 'Western' approaches 
in providing staffing procuring skills that regulate the motivation and affections 
related to learning. Affections, affinities, and emotions play an important role in 
knowledge work. Therefore, there is the importance of commitment, involvement 
and ownership to acquire new skills. Hence, it is crucial to find out the emotional 
and affective elements that drive the staff to regulate themselves for better 
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achievement. These findings are an important aspect of human resource 
development in a knowledge economy. 
One other area that this research question targets is to understand the organization 
climate and organization behavior. Peace and stability are necessary elements to 
achieve gradual improvement. Does the environment allow staff to apply what 
they have learnt from the past to their current actual work? Are there frequent 
reorganizations, business process redesign projects or fast moving management 
issues in the organizations? Lack of time to reflect and to exploit existing 
intellectual resources inhibits the development of a firm's intellectual assets. 
Finally, the organizations also look into the opportunities to tap into the creativity 
of the staff. It is recognized that creative turmoil results in the instigation of 
innovation. Creative turmoil brings the dynamics that push towards radical 
innovation and lead to continuous improvements in work-based lifelong learning. 
However, creative turmoil requires a certain amount of existential threat. Peace 
and stability, and creative turmoil are two contrasting learning functions. Which of 
the two directions does an organization promote? Perhaps, both are necessary and 
organizations have to strike the balanced way to achieve effective and efficient 
work-based learning, leading to the development of a learning organization. 
The above research questions present the structure and parameters for the 
investigation of differences in approach between the 'Eastern' and 'Western' 
culture of two case-study organizations in Singapore. The policy and the activities 
that an organization develops to promote these learning functions form its 
corporate curriculum. This reflects the plan for learning to increase knowledge 
productivity by applying new competencies for flexible adaptation. The research 
reported in the following chapters enables conclusions to be made about 
employees' learning in different organizations in Singapore. 
The study makes no direct recommendations for the managers of either of the two 
case study organizations or, indeed, for policy-makers in Singapore. It does have 
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major implications for both, however. The researcher's hope is that this study 
encourages managers, workers and policy-makers to think about their personal 
development in a new light. Successful organizations need investment and their 
managers need to understand the hard economics of the business environment, but 
there is also a whole class of factors that also need to be understood conceming 
work-based learning, organizational development and culture. This study shows the 
ways in which these factors are important and invites Singaporeans to explore their 
own work organizations with this in mind so that they can continually discover new 
ways to respond the inescapable pressures of doing business in the most cost 
competitive ways. 
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Chapter 1 
LEARNING OPPORTUNITIES AND ECONOMIC D E V E L O P M E N T IN 
SINGAPORE 
The global village that we live in is undergoing tremendous social and economic 
changes. To many people, especially the older generation, it is a vastly different, 
unfamiliar and sometimes bewildering world to the one they once knew. 
Technology and competition are spurring the change. Global economic 
transactions take place in real time and national boundaries are becoming 
irrelevant. Through the internet, organizations all over the world are rethinking the 
way they do business. In the new economy, one critical aspect that should be 
heeded is the need for people with a positive attitude, fransferable skills and the 
ability to adapt to sometimes radical new pracfices. 
Today, at the center of the knowledge economy is the knowledge society where 
knowledge workers apply to productive work ideas, concepts, and information 
rather than manual skills. Therefore, the productivity of knowledge has become 
the key to productivity, competitive strength, and economic achievement (Drucker, 
1992:262) and it has become the central "factor of production" in an advanced, 
developed economy. In addifion, the systematic and purposeful acquisition of 
information and its systematic applications, are emerging as the new foundation for 
work, productivity, and effort throughout the world. 
In the past, master craftsmen and professionals acquired the skills that they used 
over their lifetimes when they were young and few people received much training 
after that initial learning. Traditionally, apprentices served long and arduous 
periods under a master craftsman. Often, these periods sfretched over many years 
while the apprentices leamed the tools and techniques of the job under the close 
supervision and guidance of the master craftsman. Likewise, in the professions 
too, they really needed to understand the day-to-day requirements, complexities, 
and the demands and pressures of the particular profession necessitated a period of 
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on-the-job training and exposure to new ideas. However, today these traditional 
apprenticeship models, as well as professional education such as doctors and 
lawyers can no longer follow such a model because of the dynamic knowledge 
revolution. They have to keep up with the fast pace of changes happening today 
and in order to stay competent, they have to continue with the continuous learning 
in their own discipline. Hence, lifelong learning is relevant to all groups of 
employees. 
Today the philosophy of work-based lifelong learning is readily subscribed to not 
only by the general work-force but also by professionals and those who choose to 
operate at the professional level. The stages of increasing responsibility throughout 
the career of an executive and what they mean for personal growth, and the nature 
of internal corporate programs make the activity of executive education, a form of 
lifelong learning. As a result of this, executive education developed extensively 
and is spreading worldwide and gathering strength from international exchanges. It 
is becoming a kind of educational dimension to the binding forces of international 
economic and technological interdependence that seem likely to dominate the 
events of the next century. 
The executive too is not a static entity in the corporate equation, but rather an ever-
changing person who performs many roles during his or her lifetime in his/her 
carrier development with the company. Thus the effects of all-pervasive change 
seem to underscore the rationale for a lifelong learning effort by executives under 
the encouragement of their organizations. 
However, evidence has shown that many managers still do not undertake training 
programmes. For example, in the UK, there has been a lot of commentary under 
the Management Charter Initiative (Blundell and Murdock, 1997: 8-9) that 
management is not as competent as it should be. This could be due to the fact that 
some companies invest in training and many others do not. 
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There is no exception with respect to the companies operating in Singapore. 
However, the two case study organisations that the researcher has drawn on in this 
project do in fact invest in training, including training for the executive. The 
Singapore Food Industry's (SFI) leadership and management vision is to open 
opportunities for personal development, which may have no immediate connection 
with their staffs working environment. This is demonstrated by its sponsoring of 
senior management staff to further improve their intellectual capital by acquiring 
either the formal post-graduate degrees or encouraging them to attend the action 
learning programmes being promoted by institutions of higher education. This is a 
formal training as it is conducted outside the workplace and usually the employees 
involved invest their own time to acquire the required intellectual capital. 
The SFI calls for professionals in different fields to pool and reflect on their 
experiences over time and engage in mutual learning circles. On the other hand, it 
also believes that what is not measured will not be delivered. Therefore, it has 
structured its compulsory informal learning scheme to ensure that staff must attain 
a minimum number of training hours per annum and apply their acquired learning 
skills in achieving their committed annual specific objectives to support the 
organization's goals. This informal training is usually conducted during the 
working hours and at the company's premises and it takes the form of class-room 
training and on-the-job training for its practical application. Their annual key focal 
points are assessed and reflected in the annual performance appraisal. 
One of the illustrations of this is the application of so-called lean tools such as 'the 
quick change over' concept, 'kanban system' and 'total productive maintenance' in 
performing their roles in the 'value stream' organization. These deliverables are 
measured by the improvement in productivity growth, reduction in operating cost 
and the meeting of customers' demands in the reduction of delivery lead-times. 
The management performance is reviewed on a quarterly basis with the president 
of the company. This leadership style is perceived as the driving force that 
compels the managers to excel in their knowledge in order to stay competent in the 
tasks that they are performing. 
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On the other hand, the management leadership style of Dragoco Singapore, a 
German organization in the researcher's second case study, has only a limited 
degree of structured fraining platform to encourage or promote the lifelong learning 
concept for the managers. The staff is provided with formal training on basic 
information technology application software to assist them in performing their 
routine tasks. This organization is beginning to conduct formal performance 
appraisal review and as a result, the staff is not perceived to be motivated to excel. 
This has resulted in them working in situ and may not be aligned to the company's 
vision. 
In other words, although both companies operate within a competitive global 
context yet, as wi l l be shown in more detail in this study, they approach these 
challenges in very different ways. One places great importance on training and 
development as a way of meeting these competitive pressures. The other does so 
but not to the same degree. How can such differences be explained? Are they 
simply facets of different management skills and competencies or do they reflect 
more profound differences of cultural attitude that are rooted even more deeply in 
German (which may be taken to represent 'Western') and Singaporean (which 
may be taken to represent 'Eastern') cultures? 
1.1 Learning and Learning Organizations 
The concept of the learning organization has, in the past decade or so, begun to 
make an important contribution in organizational studies and management practice. 
It was in the 1980s that a few companies started realizing the potential power of 
corporate learning in increasing organizational performance, competitiveness and 
success. As we are entering a new era of the twenty-first century where the 
development of organizational life and structure cannot be avoided, there is a need 
for organizations to learn faster and respond to the rapid change in the 
environment, otherwise they simply will not survive. 
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The notion of 'learning' has taken on a plethora of definitions and interpretations. 
Wenger (1998:86) for example defined a 'community of practice' in its temporal 
dimensions as a matter of sustaining enough mutual engagement in pursuing an 
enterprise together to share some significant learning. In his perspective, 
communities of practice can be thought of as having shared histories of learning. 
Therefore, learning is a characteristic of practice and practices evolving as shared 
histories of learning. Shared histories of learning are collective combinations of 
participation and rectification and they are intertwined over time. 
There are a number of scholars who have made constructive attempts to separate 
the underlying nuances of ' the learning organization' and 'organizational learning'. 
Senge (1994:50-52) in his best-selling 1990 book on the subject. The Fifth 
Discipline: The Art and Practice of the Learning Organization, attempts to explain 
'learning organization' as an organization that is continually expanding its capacity 
to create its ftiture. He emphasizes that for such a learning organization, it is not 
enough merely to survive. "Survival learning" or what is more often termed 
"adapfive learning", though important, must be joined by "generative learning" 
which enhances our capacity to create. 
However, Ray Stata, President and CEO, Analog Devces. Inc. when asked by 
Senge, expressed organizational learning as a concept that emerged at the end of 
the learning process which the organization was going through. It is the integrating 
concept for a broad range of improvement tools and methods such as Total Quality 
Management (TQM), Just-in-time (JIT) manufacturing, and Quality Focus 
Deployment (QFD). 
In another publication, Boud and Garrick (1999:31-35) suggested that under 
conditions of supercomplexity, organizational learning is a matter of generating the 
capacities for continually creative insertions into an organization's environment. 
Supercomplexity is a situation in which different frameworks present themselves, 
frameworks through which we understand the world and ourselves and our actions 
within it. For example, the president of Singapore Food Industries may find that 
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customers' value systems are presenting challenges in communication and that, as 
a result, both values and communication have to be given attention in themselves 
rather than treated as taken-for-granted means of action. 
This idea of supercomplexity provides a view that learning and work are not two 
disfinct sets of activity. Learning is embedded in work and that work itself presents 
opportunifies for growth and learning to take place. This applies to both low-skill 
work and professionals and others in senior positions in major organizations. As 
an illustration, in Singapore Food Industries, starting from the President to the 
chefs and technicians, all of them have undergone a program called the six-sigma 
training and acquired the skills of delivering product/service variation within the 
failure rate of not exceeding three parts per million parts produced. It is through 
this supercomplex situation that the employer/employee achieves the win/win 
outcome. 
Argyris and Schon (1978:16) in their publication, Organizational Learning: A 
Theory in Action Perspective, indicated that organizational learning must concern 
itself not with static entities called organizations, but with an active process of 
organizing which is a continuous cognitive enterprise. In this process, individual 
members are continually engaged in attempting to know the organization, and to 
know themselves in the context of the organization. Personal development is 
therefore inseparable from organizational development. This, at least, is the theory. 
To explore these themes fiirther we need to look in more details at the idea of 
learning in the workplace. 
L2 Learning in the Workplace 
Learning becomes a central concern of corporations and a facet of the way 
businesses see themselves. To remain employable, there are few places left for 
employees at any level who do not continue to learn and improve their 
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effectiveness throughout their working lives. There wil l be no place for managers 
and the general workforce who do not appreciate their own vital roles, i.e. fostering 
learning. With the way globalization is going, one can source for talent anywhere, 
any place, anytime, and jobs that are not done by humans can easily be overtaken 
by technology and this trend will continue because companies exist to grow the 
bottom line margin at the lowest cost or at the highest level of productivity. 
Hence, with stiff competition fi-om China with its cheap labor, as well as from our 
neighbor Malaysia, how will the Singaporean worker continue to survive? The key 
lies in Singapore having an essentially different role from these two countries. 
Singapore has to continue to develop itself as a higher-value regional centre, and as 
long as it continues to restructure and deregulate its economy, its workers will have 
a role to play. This implies that Singapore workers must develop world-class skills 
in order to ride out this transition and be able to help Singapore remain 
competitive. 
Therefore, the Ministry of Manpower under the leadership of the Minister of Labor 
has developed policy to help the workers to learn, to re-leam and to re-invent 
themselves so as to stay competent and sustain their employability. One of its 
policies is to promote the restructuring of job redesign and to encourage workers to 
learn new skills and take on new jobs so as to overcome the continuous growing 
mismatch between available jobs and the skills of jobseekers. This policy wil l 
make low-skilled workers "less employable", which wil l add to the current 
structural unemployment problem that is causing workers to take longer to find 
jobs. 
Therefore, at an individual level, it means one should have a wide range of skills, 
be fairly adaptable and proactive to be able to ride out the economic cycles and 
ensure that one's skills are needed wherever one goes. The new economy in 
Singapore is going to be more skill-intensive and more high-value-added, 
regardless of the companies' background. It is acknowledged that workers need to 
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be well trained, well educated, more flexible, and be prepared for work-based 
learning that is specific to certain companies, disciplines or procedure. 
There is no single way of understanding learning at work. It is not because of the 
diversity of work and the differences which exist within an organization, but 
because learning is so multifaceted. There is no universal model for learning at 
work as there are no best-known practices universally. Different perspectives are 
needed for achieving different purposes at their own defined paces. For example, 
development of 'knowledge workers' within high-tech 'knowledge societies' is of 
top priority in developed and developing countries but in the latter there is also a 
pressing requirement for better training in such basic skills as literacy and 
numeracy. 
Also different national contexts create very different climates for work-based 
learning. In labor rich economies such as Indonesia, there may not be the pressure 
to train workers at work. In western societies, with ageing populations, declining 
birthrates and high technology economies, there are actually labor shortages at the 
low skills end of the spectrum. Also, developed western societies have high 
employment costs because of their welfare states, job protection policies, pension 
schemes. 
In the researcher's case studies of the two companies, one point to note is that 
training policies and practices have to be contextualized. Although global 
pressures do not affect all areas of the global economy in the same way and those 
pressures are refracted through differences in economic circumstances, culture and 
management styles, the researcher's work will explore such differences at the 
micro level, meaning through a comparative study of the two firms facing the same 
labor market, in the same area of the global economy, within the frameworks of the 
same national law, but with different management approaches which the researcher 
hypothesis are related to the different cultural traditions of the firms. 
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In both settings, the world-wide demand and need for work-based lifelong learning 
appears to be increasing since the 1990s. However, we cannot presume that there 
is a need to recognize the importance of workplaces as sites of learning and to 
accept knowledge as a primary resource that gives rise to unprecedented demands 
for learning. Therefore, we cannot presume a demand for work-based training. It 
may or may not exist - whatever the need for it may be. It could exist under the 
situation where an organization undergoes structiu-al changes and there is a fear of 
misfit of job skills that will pose redundancy. In another situation, the company 
does not provide a platform for promoting work-based training. 
In any case, the nature of any demand has to be clarified in the two case studies the 
researcher has in his study. The researcher has to explore the nature of demand, i f 
any. Is the demand short-term or long term? Is it a demand for skills and 
competencies or for something much more general? Is it the same for all levels of 
employees? Does it arise from within the labor force or it being stipulated by 
management? 
To answer such questions, there is a need to imderstand that workplace learning 
means recognizing its complexities, its competing interests and the personal, 
political and institutional influences. While learning has always been a feature of 
working, learning at work, like workplace culture, has a new status in 
contemporary workplace discourse. The emphasis on ongoing skills development 
in the context of the rapidly changing demands of work is reflected in the 
contemporary management literature with Senge's (1990:13-16) concepts of 
'learning organization' mentioned earlier. Learning at work can no longer be 
described as a discrete activity, nor as an activity that occurs only at occasional 
moments in one's career. Rather in the productive workplace, learning is 
considered to be part of everyday work. Workplace learning can be understood as 
a cultural practice constructed by contemporary discursive practices of work. 
Learning is seen as constructing work discourses. 
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Argyris (1978:16-23) holds that there is no organizational learning without 
individual learning, and that individual learning is a necessary but insufficient 
condition for organizational learning, and this therefore means we need to consider 
the socio-cultural conditions in which learning takes place, and the cultural 
contexts which surround learning organization. 
1.3 Cultural Difference 
Hofstede (1991: 14) conducted research which seemed to show strong differences 
between countries and that there is a tendency for countries in the West (i.e. the 
European and North American region and other countries related to them such as 
Australia and other Anglophone countries) to be similar whilst countries in the East 
i.e. Asia and in particular East Asia tend to be similar and therefore can be 
designated as the East. His research looks into basic problem areas corresponding 
to dimensions such as power distance (from small to large), collectivism versus 
individualism, femininity versus masculinity and uncertainty avoidance (from weak 
to strong). He then classifies cultural differences according to the above 
dimensions. For example, the Western countries such as Germany, USA, Australia 
have a power distance index (PDI) of 35-40, versus the Eastern countries ~ 
Singapore, Hong Kong, Malaysia showing PDI of 68-104 (ibid: 26). As for the 
dimension of individualism index (IDV), he shows that the Western countries ~ 
Germany, USA, Australia have an index of 67-91, versus Eastern countries such as 
Singapore, Hong Kong, Malaysia having DDV of 20-26 (ibid: 53). A more detailed 
discussion of this kind of approach will appear in the next chapter. 
1.4 Learning and Training 
There is, however, an important distinction to be drawn between learning and 
training. Training for workplaces requires a pedagogy, a philosophy of teaching 
that creates an environment conducive to the development of intellectual skill. The 
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learning processes in organizations require the creative destruction of barriers to 
learning and the broadening of access to new sources of knowledge and experience. 
Starkey (1996:204-209) distinguishes 'unorganized learning' from training, as 
'organized learning'. He argues individual learning can result from training, but a 
successful learning organization requires not only a comprehensive training 
curriculum, but also a way of encouraging, and benefiting from unorganized 
learning. 
Boud (1999:29-40) sees work-related learning as an important vehicle for 
exploring the ongoing interests in innovative approaches to teaching and learning. 
He emphasizes that there is thus growing interest in workplace learning and it 
focuses on the role and significance of the informal learning. This phenomenon of 
informal learning results from actual work experience. According to Boud, 
employers are not recognizing this form of informal learning that is occurring 
through the work organization. On the other hand, fraditional training methods 
only teach people what to think. A new pedagogy is necessary to give workers the 
knowledge to think for themselves, rather than the old training that gives 
information only on a 'need to know' basis. 
While it is possible and necessary to draw distinctions between learning and 
training and between attitudes that encourage all employees to learn and those 
which take a much more specific view of training as something necessary only on a 
need to know basis, all that can be observed in practice is training activity. The 
challenge is to find a way to observe all kinds of learning activities and to classify 
them in ways that illusfrate possible cultural differences. 
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1.5 Summary 
The purpose of this chapter has been to introduce the main focus of the thesis on an 
investigation of possible cultural differences in two cases in the approach to 
training. 
The Singaporean context was introduced and the policy drives to use work-based 
training to reset the new economic situation. 
In Singapore, there are multi-national companies but some are 'Western' - based 
and some are 'Eastern' - based. The focus of the thesis is on the investigation of 
whether their training is different and i f the difference is caused by their different 
cultural origins or bases. The working hypothesis is that a German-based company 
wil l have a different approach to a Singapore-based company, and that this is 
caused by differences in culture. 
The question of cultural difference was made very prominent by the widely quoted 
work of Hofstede, Trompenaars and others. In this chapter, there has been an 
initial explanation of this literature and of my decision to focus on cultural 
difference. In doing so, I have refined the distinction of 'East' and 'West', but the 
question remains whether cultural difference leads to organizational difference in 
training as Hofstede's and others' work would suggest. 
In the following chapter, the initial discussion of'learning', 'training' and 'cultural 
difference' will be deepened in order to clarify and operationalise the working 
hypothesis. 
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Chapter 2 
L I T E R A T U R E R E V I E W 
Chapter 1 has provided the background of the present study and set out a working 
hypothesis. Prior to embarking on the empirical testing of the hypothesis, it is 
necessary that it be set against the background of existing literature in this field. 
The scope of the present chapter is to give an overview of the theoretical and 
conceptual frameworks guiding the research and it consists of the following 
aspects: 
2.1 Understanding the Concepts of Learning 
2.2 The impact of 'Eastern' and 'Western' cultural differences on the 
development of lifelong learning in a learning organization environment 
2.3 Understanding the Concepts of Lifelong Learning in a Learning 
Organization environment 
2.4 Key significant differences between organizational learning and learning 
organizations 
2.5 Summary. 
2.1 Understanding the Concepts of Learning 
Human beings learn throughout their lives, both formally and informally. Formal 
learning throughout life is made possible by structured organized stages of 
education with the aim to provide for the passage from one stage to another and to 
diversify the paths through the system, while enhancing the value of each. This 
takes place both in formal education and in many work organizations. 
Learning, both at institutional and individual levels is increasingly seen as the 
prerequisite for the success and survival of organizations irrespective of their size 
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and sector. Hence, the challenge for most organizations is to recognize and react to 
perceived environmental changes. Therefore, corporate changes reflect an 
organization's knowledge of itself, what it is, what it can do, what its desired ends 
are and its contexts (de Geus 1997: 6-12). However, the pace of change relies very 
much on the organizational culture and the belief for it to happen. According to 
Kessels (2001:502), i f the learning function is so essential for organizations, then 
there is a need for organizations to establish a corporate learning curriculum. The 
conventional learning approach of random opportunity is not prudent enough and 
should be replaced by a controlled learning process. 
Pedler (1997:3-16) offers his view that action learning is an approach to the 
development of people in organizations that take the tasks they work on as the 
vehicle for learning. He argues that there will be no learning without action and no 
sober and deliberate action without learning. Action learning implies both self-
development and organization development. As a result, action on a problem 
changes both the problem and the person acting upon it. This is a process of 
learning and Revans (1980:23-28) established his famous learning equation as: 
Learning = Programmed Knowledge + Questioning Insight 
or L = P + Q 
He argued that P has varied over the years, and its value must be put in its 
appropriate place in the learning spectrum of the organization. Kessels' (2001:479-
506) acknowledgement that there is a growing importance for firms to operate in a 
knowledge economy highlights the vital importance of learning new processes. 
This implies that the company has to establish a learning curriculum and 
encourages its associates to apply what they have acquired in the programmed 
knowledge they received. 
However, under different cultural platforms between the 'Eastern' and 'Western' 
environments, numerous views pertaining to differences in information flow, 
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learning, training and development may emerge and will be evaluated in the 
research questions. The researcher is evaluating the differences, i f any, in 
management's views in supporting both formal and informal training, and the 
employees' views in accepting training. He suspects that both 'Eastern' and 
'Western' culture case study organizations wil l provide for work-based training 
needs, but perhaps to different degrees and in different ways. In addition, the 
researcher wil l examine the differences in the climate of personal and social 
relationships within 'Eastern' and 'Western' culture case study companies in 
supporting new work-based learning. The researcher suspects that though they 
exercise different management styles, they do provide a good environment for 
personal and social relationships to develop. 
Klein (1998:3-5) also advocates that an organization's culture must be conducive to 
participative information management and free information flow. However, 
information flow does not make an organizational culture less hierarchical and 
more open; rather having a democratic culture wi l l make possible democratic 
information flows. Therefore, the nature of the wider political context in which the 
organization functions must come into view. 
The political situation of Singaporean (limited) democracy is related to the need for 
a democratic culture and democratic information. The philosophy of providing 
training and giving the individual responsibility is part of democratic approaches 
and in Singapore, such views of learning and the way in which it occurs are very 
much determined by the Government's learning policies, the organization's belief 
in providing a platform for learning at the workplace and the individual's 
motivation to learn. The Singapore government is very supportive of workplace 
learning and it has a democratic approach in that it puts the responsibility on the 
individual to take up opportunities. It provides learning opportunities for working 
adults at different levels to enhance their skill competencies so that they can remain 
employable in the volatile labor markets where technological changes are rapid. 
(Int. Journal of Lifelong Education, Vol 23, No.6 (Nov-Dec 2004), 560-561.) 
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The government has risen to the challenge of providing quality adult education by 
attracting leading institutions to set up their campuses in Singapore. This formal 
training that is run on a full-time and part-time basis ranges fi-om the service to the 
technical sectors. To build the knowledge-based economy, the government also 
encourages executive education targeting executives who are empowered with the 
latest market developments and relevant applications to meet the business 
challenges of tomorrow. Apart from higher learning, individuals are encouraged to 
sign up for a muUitude of enrichment and self-development courses. These are 
usually conducted at neighborhood community clubs. As for informal training 
provided at the workplace, the government encourages employers to participate in 
a state-run programme by giving financial subsidies. 
(vmw.Channelnewsasia.com.Singapore Budget 2003) 
These actions reflect the government's position that individuals have the 
responsibility to improve their knowledge productivity so as to increase their 
chances of staying employable. Individuals are encouraged to take a step beyond 
personal boundaries and define their own path to the future. While there is a strong 
climate of government-sponsored support for work-based learning, it remains the 
case that what takes place inside organizations is related to the policies, priorities, 
understanding and commitment of owners and managers and on how they interpret 
the wider discourse in their operational environment, thus encouraging the 
democratic flow which Klein says is important. 
2.1.1 Workplace Learning - Dominant Paradigms 
According to Popper & Lipshitz (2000:181-196), successful learning strategies are 
key factors to improve the learning environment of organizations. It is therefore, 
necessary for companies to establish the link between workplace learning and 
company performance in terms of learning processes, learning structures, work 
processes and work structure. 
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The above then brings in the concept of 'knowledge-based economy'. In 
Singapore, the knowledge-based economy is seen by many people 
(wvvw.allacademic.com) the major lever to explain changes needed in management 
culture at work. According to Drucker (1999:123-132), knowledge workers are 
simply people who use their resident knowledge as the means of meeting the needs 
of their company. As indicated by Drucker, to the Japanese, knowledge creation is 
the main need of a company and this is done by "the knowledge creating crew". It 
is a new paradigm to recognize that workers and management must engage in 
specific interlocking processes that give rise to knowledge and wealth creation for 
the company. A similar view is taken by Byrne (2000:84-96) who recognizes that 
the creation and development of intellectual capital is the most important paradigm 
needed by companies to survive and compete globally. Stewart (1997:39-43) also 
emphasizes that to get ahead in today's economy, we have to be most adaptable 
and effective, and understand that something is going to happen, though we don't 
know where or when it will happen. This is the significance of the knowledge 
economy and the belief in continuous lifelong learning at the workplace is one of 
the key success factors for leading organizations. 
According to Klein (1998:1-7), an organization's intellectual capital involving 
knowledge, experience, expertise, and associated soft assets, rather than hard 
physical and financial capital is increasingly becoming a key determinant of its 
competitive position. To manage its intellectual capital more systematically, the 
company must devise an agenda for transforming from an organization simply 
comprising knowledge-able individuals to a knowledge-focused organization that 
stewards the creation and sharing of knowledge within and across internal business 
fimctions and that orchestrates the flow of know-how to and from external firms. 
In some firms, visible support from top management for intellectual capital 
programs is among the most critical success factors. Top management has the 
responsibility in deciding on the types of programs that can facilitate the creation of 
environments to cultivate intellectual capital as core values. On the other hand, 
there lies the importance of commitment, involvement and ownership from the 
31 
staff to deliver the procured skills. These important issues wil l be analyzed in the 
research questions. 
Stewart (1997:39-43) argues that to support the knowledge economy and 
"Knowledge Company", information is the most important raw material that is 
needed to do our jobs. This phenomenon used to be true for only a few people in 
the past. However, today it is true for most, and those who are not knowledge 
workers are not as well rewarded as they were. Manufacturers are hiring better-
educated workers to perform these knowledge-intensive jobs. Thus, the rise of the 
knowledge worker ftmdamentally alters the nature of work and the agenda of 
management. Kessels (2001:503) recognized that securing the right communication 
skills is important in getting access to the knowledge network of others that will 
enrich the learning climate within a workplace. 
Following the direction of the above discussions, organizations that strive to 
become learning organizations will have to cultivate a learning culture. One of the 
key cultural changes is for leaders to promote organizational work-based learning 
through their commitment and empowerment of the workforce. Thus, leadership 
style is one of the key potentials that will affect and effect organizational leaming. 
Another key change involves the leaming from the business environment, both 
internally and externally. The most prominent stakeholder in an organization is its 
employees. Thus, the leaming of individual employees and team leaming ought to 
be promoted because of the positive association among individual leaming, team 
leaming and organizational leaming. 
As for the level of extemal leaming, the emphasis of leaming is centred on 
customers and competitors. As an illustration, one bank in the South East Asian 
region that has improved its performance amidst the financial crisis is the 
Development Bank of Singapore (DBS). DBS bank is an example of an 
organization that has leamed from its competitors. It has highlighted its 
globalization achievement by indicating "DBS is expanding intemationally, seizing 
opportunities in the region and beyond through acquisitions, strategic partnerships 
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and alliances and the establishment of new offices in banking and other financial 
services." (DBS Bank Annual Report 1997:18). Thus, through DBS' globalization 
strategies, DBS has not only learnt from its employee base, but also learnt from 
new members that it has acquired or partnered. 
For reasons which will be explained in a later section, it might be expected that 
there are cultural differences in who takes responsibility - management or workers 
- for acquiring the key elements of a "knowledge company". Furthermore, as 
explained in Section 1.3 (Chapter 1) the researcher suspects that both the 'Eastern' 
and 'Western' culture case study organizations realize the key success factors to 
transform their current status to those of knowledge productive organizations. It 
was explained there that these two companies are to be taken as representative of 
'East' and 'West' as implied by the research of Hofstede and others. However it is 
also possible that company values and approaches over-rule any 'East' or 'West' 
culture values and at this point, this would mean that there wil l be no significant 
differences between the 'Eastern' and 'Western' culture organizations' willingness 
to make the change to enable their employees to learn new workplace knowledge 
other than their own existing tasks. These are some of the issues which will be 
pursued in the empirical part of the thesis. 
2.1.2 Summary 
The above review highlighted the available evidence that supports the importance 
of learning and its association to lifelong learning at the workplace. The 
interpretation of this evidence has shown support for the following four views. 
- The importance of developing a learning climate workplace 
- The importance of acquiring intellectual capital for a knowledge-based economy 
- The importance of structuring an organizational learning curriculum to support 
the lifelong platform for the associates' development and the organization 
development 
- The importance of the learning of its members' knowledge the organization did 
not previously have. 
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2.2 The Impact of 'Eastern' and 'Western' - Cultural Differences 
In earlier sections (especially Chapter 1 Section 1.3), the researcher has discussed 
and explained that the general 'Eastern' and 'Western' designations have some, but 
perhaps limited value. I am using them as short-hand for the complex differences, 
that a German Company and a Singapore/Chinese company are being used as 
representatives of this very broad 'Eastern' / 'Western' distincfion, and that it will 
be the detailed contrasts between German and Singaporean-Chinese which will be 
the main focus of the empirical debate. 
2.2.1 Singapore's Geo-political Position 
Lim (1995:238) emphasizes that today's South-east Asia's success is very much 
due to its international openness. After almost three decades of steady economic 
growth, the ten capitalist countries of Southeast Asia today constitute the world's 
fastest-growing regional economy. These ten countries form the Association of 
Southeast Asian Nafions, known as ASEAN. In contrast to their relatively 
homogeneous Northeast Asian neighbors, these capitalist countries are 
chairacterized by extreme ethnic, cultural, and religious diversity. Yet unlike other 
ethnically diverse, European-colonized developing regions, these ASEAN 
countries have maintained ethnic harmony and political peace for decades. 
Lim's work shows that the ASEAN countries' economic success is particularly 
distinctive for its heavy dependence on the world economy. This has contributed 
to the region's more than 1,000-year history of widespread participation in 
marifime-based trade. The distinctive geography of South-east Asia which consists 
of peninsular and archipelagic territories lying astride the major world sea-trading 
route between the great empires of China to the north and India to the west has 
contributed to the economic success in this region. Today, this geographical 
feature still remains an important factor underlying the ASEAN countries' 
accelerated economic growth and industrialization, as they are heavily dependent 
on international trade, in terms of export shares of GDP. The ASEAN countries 
have remained major world producers and exporters of a variety of primary 
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commodities, at the same time becoming increasingly important as exporters of 
manufactures and services. 
Lim ftirther explains (1995:238) that during the colonial era. Western enterprises 
dominated the 'commanding heights' - a culture of adopting a large-scale, capital-
intensive approach in striving for the primary-commodity-exporting economies. 
She points out that the immigrant ethnic Chinese and the Indians who are the 
minority middlemen monopolized most lower-level commercial operations. Her 
work also indicates that in the immediate postcolonial period, nation building was 
the primary political task of governments of territories that in most cases had 
previously been unified only by Westem colonial mle. At the same time, the main 
modem economic activity continued to be primary production for export, but all 
the ASEAN countries also gradually embarked on programs of import-substitution 
industrialization. This is evidenced by the setting up of state enterprises as an 
indigenous alternative to European-dominated and Chinese-dominated private 
enterprise. At this point, there was a shift to labor-intensive export manufacturing 
as a response to political rather than economic imperatives. 
In 1965, import-substitution industrialization became unrealistic when Singapore 
separated from the Federation of Malaysia. This is because Singapore, a trading 
entrepot for the region, lacked local industrialists, and therefore, in 1968, 
multinationals were invited and the U.S. electronics industry began locating 
offshore assembly facilities here. This development had a demonstrable effect both 
on Singapore's neighbors and on foreign multinationals. It is at this point that the 
multinationals became educated about the region's potential as an efficient low-
cost export platform for world markets. From the late 1980s, the ASEAN 
economies were affected by the rapid evolution of increasingly integrated regional 
production and trade networks which linked the ASEAN countries closer to their 
other Asian neighbors such as Japan, China and Vietnam. This now allows 
Singapore the opportunity to widen its market to include both the 'Eastem' and 
'Western' multi-national companies that are interested to invest here. 
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With this change, wil l the culture element of 'Eastern' and 'Western' culture 
organizations make any difference to achieving lifelong learning in the workplace? 
We shall see that the 'Eastern' culture case study company (SFI) has a structured 
training program managed by six full-time trainers. However, the 'Western' 
culture case study company (Dragaco) conducts ad hoc training to meet the 
business needs. It is important now to consider the factors at the level of the 
organization that might explain differences between companies in Singapore in 
respect of promoting work-based learning as a way of securing ftiture business 
growlih. The concept that enables us to do this is that of organizational culture. This 
idea helps us form the bridge between the broad macro-economic changes 
described by Lim (1995:238) and the patterns of learning in the details of the daily 
activities of companies. 
2.2.2 National and Organizational Cultures 
Hofstede's definition of culture is: 
The collective programming of the mind which distinguishes the members of 
one human group from another .... Culture, in this sense, includes systems of 
values; and values are among the building blocks of culture. (1991:4-5) 
The above can then be used to explain organizational culture in that: 
- every organization has its own culture, and no two are quite the same; 
- members of the organization need to learn its culture so as to play their roles 
in supporting the organizational objectives; 
- when top management decides that the organizational values should be 
changed, new beliefs and attitudes are taught; 
- workplace values are passed on from experienced to novice employees -
which may or may not correspond to the values that top management wishes to 
build. 
Hofstede's work claims to show that the organizational culture wi l l be influenced 
by national culture. This view was based on his analysis of one organization with 
branches in different countries in which he argued that the differences he found had 
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to be attributed to nationality. This view has been challenged in a re-analysis of the 
data which shows that "country explains only a small share (2 to 4 percent) of the 
variance and organization differences account for more variance in cultural values 
than do coimtry differences" (Gerhaft and Fong, 2005:982). The authors conclude 
that there is a need "to balance the focus on national difference with a focus on 
organization differences in culture". 
In other words, are organizational values as powerfiil an influence on behavior as 
national culture? This point is important because i f they are, employees can be 
trained to express values that contradict national values. As an illustration, one of 
Singapore's national values is the belief that it is important to cultivate lifelong 
learning at the workplace so as to stay competitive in a highly capital intellectual 
economy. I f the organizational culture is aligned to the national values, then there 
will be a high degree of synergy between the two institutions. 
On the other hand, i f the organizational values are overruled by the contrasting 
national values, then investors may not invest heavily in systems designed to 
modify the organizational culture. This has implications for the headquarters 
control of a foreign-based subsidiary. Even in a situation where the organizational 
and national cultures are aligned, the extent to which the individual is influenced 
by the workplace values depends on the individual's service in the organization as 
well as the strength/weakness or positive/negative dimensions of organizational 
culture. The results of having a strong organizational culture will be a cohesive 
work force in terms of sharing the same values, beliefs, and attitudes; and members 
will be able to communicate easily between themselves and this is an important 
dimension to form lifelong learning at the workplace. A positive organization 
cultivates its members to support top management initiatives and results in higher 
productivity through team sharing of knowledge and encourages workplace 
redesign for continuous improvement. When there are contradictions in the 
workplace, relations with management are bad and the opposite conditions apply. 
According to Lloyd (2002: 5-8), for organizational culture to generate sustainable 
competitive advantage, strong and adaptable cultural traits are necessary. 
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2.2.3 Culture and the Workplace 
Cultures manifest themselves at a superficial and deep level, in symbols, heroes, 
rituals and values. They are something holistic, historically determined, related to 
the things anthropologists' study, socially constructed, soft and difficult to change. 
Different national cultures have different preferred ways of structuring 
organizations and different patterns of employee motivation. For example, they 
limit the options for performance appraisal, management by objectives, strategic 
management and humanization of work. 
Organization cultures have been identified by Hofstede (1991:292) as having six 
independent dimensions or practices: 
- Process-oriented versus results-oriented; 
- Job-orientated versus employee-orientated; 
- Professional versus parochial; 
- Open systems versus closed systems; 
- Tightly versus loosely controlled and 
- Pragmatic versus normative. 
The position of an organization on these dimensions is determined in part by the 
type of business or industry the organization is in. They are also related to the 
characteristics of the organization. 
Hofstede then argues that for national cultures there are four key elements, or 
dimensions (www.onepine.demon.co.uk/phofhtm). They are power distance, 
uncertainty avoidance, individualism versus collectivism, and masculinity versus 
femininity. According to Hofstede's (1991:23-48) matrix on power distance and 
uncertainty avoidance, there are significant differences between the countries' 
culture on the power distance index at the workplace. In the case of Singapore and 
other Asian culture, there is a high power distance and a low uncertainty avoidance 
(refer to Diagram 2.1). High Power Distance is related to employees' fear to 
express disagreement to their managers, boss's autocratic/paternalistic decision 
making style, and subordinates' preference for the boss's autocratic style. This 
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implies that employees manage their work according to what the manager wants or 
what they intuit he wants. On the other hand, managers show relatively little 
consideration but like to see themselves as benevolent decision makers. 
Low Power Distance is related to a consultative relationship between boss and 
employees. There is less dependence on such a superior and more interdependence. 
Subordinates will readily approach and contradict their boss. 'Western' countries 
such as Germany (refer to Diagram 2.1) tend to exhibit this dimension. 
In the context of establishing a learning curriculum in an 'Eastern' country 
organization, this view suggests that employers will be the main decisive drivers to 
dictate on the learning opportunities for the staff. In 'Westem' country 
organizations, there wil l be more empowerment and autonomy given to the staff to 
decide on their learning development. 
The uncertainty avoidance index (UAI) showed three factors: job stress (nervous 
and tense at work), strong rule orientation, and intended longevity at the job. In 
terms of measuring the uncertainty avoidance index, both the 'Eastern' and 
'Western' country organizations have relatively low needs to avoid uncertainty, 
implying lower anxiety and job stress, a greater readiness to take risks, and less 
emotional resistance to change. In these cultures, it implies that managers and staff 
are more ready to accept the introduction of new initiatives and challenges to the 
organization by the top-down management style. 
We need however to consider the individual in all this, and Mead (1994:38-39) 
explains the relationship between the individual and the group to which an 
individual belongs. He refers to the role of the individual and group, and which 
interest prevails over the other. According to him, individualist cultures stress 
individual achievements and rights and expect the individual to focus on satisfying 
his/her own needs. In this environment, competition among staff is expected and 
individual decisions are valued over and above group decisions, and the individual 
has a right to thoughts and opinions. However, in collectivist cultures, the 
distinction made between in- and out-groups means that altruism may be restricted 
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to members of one's group. A high premium is placed on group loyalty, and 
loyalty is valued above efficiency. In the case of Singapore, there is a high level of 
collectivism index as compared to Germany, for example, as demonstrated by the 
Hofstede (1991:50-54) matrix on Individualism Versus Power Distance, (refer to 
Diagram 2.2) and it can be derived from this that there is likely to be a significant 
difference between the Singapore and Germany case-study companies' approaches 
in the lifelong learning concept. Perhaps, the Singapore and other 'Eastern' 
companies wi l l produce more synergy in the lifelong learning journey, as they are 
seen to be coUectivists and German and other 'Western' companies are seen to be 
more individualists. The synergy is probably from the collective efforts in making 
changes and learning together as a team. The researcher concludes that there are 
factors in both which need to be taken into consideration. 
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Diagram 2.1: Uncertainty Avoidance x Power Distance 
(Hofstede 1991:123) 
Uncertainty 
Avoidance 
Small PDI 
Weak UAI SIN 
Urge PDI 
Weak UAI 
Small PDI 
Strong UAI 
Large PDI 
Strong UAI 
100 
Power distance index (PDI) 
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Diagram 2.2: Individualism x Power Distance 
(Hofstede 1991:54) 
Individualism 
Index 
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Collectivist 
Large PDI 
Collectivist 
o 
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2.2.4 Interim Summary 
The above review on the cultural variations between the 'Eastern' and 'Western' 
countries based on the Hofstede (1991:54, 123) matrix to relate culture and the 
workplace provides a good platform for discussion. Nevertheless, it is one that we 
must treat with some caution since much has changed in the global business 
environment from the time that Hofstede's work came to prominence, and new 
analysis has reduced the power of his claims. 
We have seen that Hofstede's work focuses on differences among countries but 
that there is a tendency for Asian countries (sometimes with the exception of 
Japan) to be grouped together just as European countries and the USA follow the 
same tendencies. It is possible therefore to refer, broadly, to 'Eastern' and 
'Western' cultures to use the companies of Singapore and German origin, which 
wil l be the cases studied here, as illustration of countries and 'East' and 'West', 
whilst remaining aware of the differences within these broad categories. 
2.3 The Concept of Lifelong Learning 
Lifelong learning presupposes the development of a learning society, one where 
active, ongoing learning of a higher order wi l l be broadly embraced. As this 
learning ethic develops, the demand for increased educational opportunities of all 
types will be unprecedented. It is promoted through initiatives that give individuals 
'choice' and 'consumer power'. It is not to be equated with the current forms and 
levels of provision of adult education. It embraces much more, meaning people 
learn at work, in the community and through their ordinary participation as citizens 
in the political and cultural life of their society. Lifelong learning is an activity that 
can be promoted and demanded in many different contexts. It exists in factories, 
communities, political groups, hospitals, social service departments, the 
professions and the media. As an illustration: wherever and whenever adults are 
faced with problems for the solution of which they require new ideas, new 
information, knowledge, help and advice, those they turn to are performing an 
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educational function. This is lifelong learning. It happens everyday, every hour, 
every minute and every second of our lifespan. 
Coffield (1997:22-36) explains lifelong learning as an inclusive concept. It is 
viewed as the provision of all forms of post-compulsory education and training. I f 
a strategy for lifelong learning is to be widely supported and to mean spreading 
opportunities more evenly over the lifecourse and between different groups, it 
needs to embrace all age groups and all sections of the working population, and not 
just those experiencing difficulty in facing fiiU-time employment. Lifelong 
learning should provide continuous chances for everyone, at all stages of their lives 
and whatever their circumstances. 
2.3.1 Lifelong Learning at the workplace - Whose Responsibility? 
As pointed out in Chapter 1.2, citing Senge and Argyris, the onus will be 
increasingly on the individual worker to become a lifelong learner, assembling his 
or her constantly updated portfolio to demonstrate 'employability'. Such shifting 
of responsibility for training from the employer to the employee, coupled with 
recent developments on worker empowerment, can be seen not just as democratic 
and liberal movements but also more negatively, as an attempt to make the 
employee, rather than the state, responsible for his or her employability. The 
emphasis on self-reliance and private provision in the area of lifelong learning can 
be interpreted as simply part of the dominant ideology reflective of a low-
employment, ageing-demography economy. 
Healy (1997:61) argues that enterprises and the public sector need to be prepared to 
shoulder a larger share of the burden for training and learning. It is argued that 
public resources need to be used strategically to achieve best returns and impact. 
He further elaborates that making lifelong learning a reality for all requires 
mobilizing many actors - individuals, communities, businesses, the social partners 
and government. 
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2.3.2 The Importance of Lifelong Learning in Singapore Context 
There is much discussion about the need for all organizations to equip managers 
and staff at all levels to be able to continue to learn and develop throughout their 
lives and careers. In the past, the ability to think, to learn, to be creative, to solve 
problems, to read quickly, and to work effectively were considered to be 'nice to 
have'. However, today, these perspectives are no longer acceptable. The pass 
marks for examinations have gone higher, the expectations fi-om employers have 
gone higher and therefore, the strengths, skills and qualifications with which we 
enter employment are extremely unlikely to remain sufficient for a whole career. 
Thus, the need to constantly refresh our skills and knowledge is greater now than 
ever before. 
Many organizations, including the Singapore government have recognized this and 
put in place a range of training and open learning facilities for managers, 
supervisors, engineers and staff at all levels so as to improve the capabilities of the 
workforce. A new center for adult education to help Singaporeans retrain and 
prepare for new jobs, called the 'Centre for Adult Learning' has been set up by the 
Singapore Workforce Development Agency (www.sdfgov.sg). One of the primary 
objectives of this center is to bring together expertise in curriculum development 
and training approaches, as well as provide fiinding support for programmes. To 
support this initiative, the Prime Minister, Mr Gob, in his 2002 National Day 
speech, aimounced an increase of the Lifelong Learning Endowment Fund (LLEF) 
from a $5 billion fund, started two years before by another $500 million over the 
next two years (The Straits Times, August 19, 2002). Based on the FY2005 
budget, the Government had provided a $500 million top-up to the LLEF. In 
addition, in the recent announcement (The Straits Times, Jan 7, 2009), the 
government has increased the fund by another $600 million. This is targeted to pay 
for some 220,000 training places over two years. 
It is also recognized in Singapore that the world is going to continue to change to 
become the global village. Complexity wil l increase, volumes of information wil l 
continue to grow, and competition will continue to become increasingly global. 
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Under this condition, no organization can afford to under-utilize its most valuable 
asset - people. Therefore, one of the best investments is to unleash the creativity, 
thinking capacity and learning potential of its workforce, thus developing the 
intellectual capital to its optimum level. This asset value of knowledge creation can 
be assessed by identifying its outcomes in terms of continuous improvement and 
irmovation (Harrison, & Kessels, 2004:140). This can be achieved by committing 
to help people to develop, by giving them the knowledge and skills that will turn 
them into lifelong learners and achievers. We now need therefore to examine in 
more detail what the nature of the learning in an organization can be, and in the 
next section we need to look at the relationship between organizational leaming 
and a leaming organization. 
2.4 Organizational Learning and a Learning Organization 
2.4.1 What is Organizational Learning? 
In the last twenty years, there has been a surge of research in the domain of 
organizational leaming (Kersell, 1988; Schein, 1993; Strata, 1989; Tsang, 1997). 
Academics and practitioners have generally agreed that organizations need to leam 
in order to survive in today's complex, dynamic, and turbulent business 
environment (McGill and Slocum, 1993; Stata, 1989). 
Based on this literature, the view expressed in this research can be summarized as 
follows: 
Argyris and Schon (1978:9) argued that an organization lives in economic, 
political, and technological envirormients that are predictably unstable. As a result, 
the requirement of organizational leaming is not an occasional, sporadic 
phenomenon, but is continuous and endemic to our society. However, there is 
difficulty with the notion of leaming itself When we call for leaming or change, it 
can be perceived to be either good or bad. For example, a change that leads to 
regression, deterioration and stagnation is bad. A leaming process that leads to the 
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transferring of knowledge explicitly is a good change. Hence, it is important that 
the kinds of learning in an organization should be fransparent to the employees. 
Argyris and Schon (1978:9-10,16) further argued that it must be recognized that 
organizational learning is not the same as individual learning, though the 
individuals who learn are members of the organization. Organization learning only 
takes place through the experience and actions of individuals. It is therefore, an 
entity that learns through its processing of information and when the range of its 
potential behavior is changed. In other words, it is an entity that allows the 
detection and correction of errors. It is the process of improving actions through 
better knowledge and understanding. It promotes creativity and is seen to be the 
most outward-looking entity and the most willing to change in the organization's 
behavior. It moves away from the old, bureaucratic command-and-control model 
to one that emphasizes on the relative importance of intellectual labor, involving 
the increasing acceptance of knowledge as a prime source of competitive 
advantage. 
Denton (1998:23) argued that organizational learning is clearly a people-oriented 
philosophy and is seen as a way of managing the transition from focusing on 
mechanisms as a sfrategy to focusing on people. It can be seen as a cycle that 
begins with experience, continues with reflection, and later leads to action, which 
itself becomes a concrete experience for reflection. This sparks off a number of 
targeted experimental learning activities that were designed to engage people, 
empower leaders and accelerate team development. This form of learning is hailed 
as the catalyst that transforms organizations and inspires people to reach their 
greatest potential together. 
According to Denton (1998:37-46), although individual learning is clearly different 
from organizational learning, there is a significant need to demonstrate a 
commitment to having a highly educated workforce to support the movement 
towards organizational learning. I f organizational learning is becoming more 
important, then it is crucial to improve on the ability of the organization to create 
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knowledge, to transfer knowledge, and to use knowledge as a source of competitive 
advantage. 
2.4.2 What is a Learning Organization? 
Dodgson et al. 0993) and Tsang et al. (1997) indicate that with increased global 
competition, rapidly developing and changing technology and increasingly 
diversified consumer tastes, the need for flexibility and rapid adaptation have 
become increasingly important for organizations. In this context, organizations 
have come to focus increasingly on the importance of learning and knowledge as a 
prescription for dealing with current economic pressures. One method of 
implementing a central focus on learning is through the introduction of the learning 
organization. 
Pedler's (1994:18-33) model of a 'learning company' integrates developmental and 
organizational perspectives at an individual and organizational level. He 
emphasizes that working and learning take place alongside each other, and 
employees are aware of opportunities for acquiring knowledge, applying it 
creatively to their work and sharing the resulting learning with their colleagues. 
Mumford (1995:54-55) indicates there is a growing realization that, in order for 
effective individual and organizational learning to take place, learning needs to be 
integrated with work. There should be more self-directed learning in the workplace 
and this is one way of maximizing opportunities for individual development. 
lies et al. (1994) advocate "new methods of integrating working and learning in the 
form of 'learning communities', which incorporate a series of multi-skilled and 
self-managed work teams and value the diverse skills and backgrounds of team 
members, while retaining a central focus on learning in the organization." They 
further indicate that one of the critical key factors in the development of a learning 
organization is the facilitation of a learning culture that focuses on the continuous 
development of all employees throughout the organization at every level and not 
simply on training programmes for privileged groups such as managers. In such 
organizations, learning should not only take place at local level but extend to senior 
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managers and the formulation of business strategy. There should be constant 
evaluation of a leaming approach and modification is required to ensure continuous 
support to business plans. One of the approaches is to encourage regular feedback 
and execute small-scale experimentation in order to evolve the most effective 
business direction. To be successfiil in this aspect, policymaking should be 
participative in nature, thus reflecting the interests of everyone in the organization 
and not just those of higher management group. 
The traditional focus of human resource development (HRD) has been on 
incorporating training, leaming, development, and education. However, like the 
leaming organization, HRD seeks to discourage the concept of training and instead 
to promote leaming, through work and as an integral part of the organization's 
business strategy. Grieves et al. (1999) suggest three fiirther features of HRD 
which bear similarities to the leaming organization approach. First, both models 
promulgate the notion of leaming as employee-driven, with individuals 
determining their own leaming needs, which may then be met through supportive 
line managers and leaming facilitators. It is emphasized that within the leaming 
organization, individuals are encouraged to take control of their own self-
development. 
Second, both HRD and the leaming organization recognizes the advantages of 
leaming based in the workplace, rather than in the form of off-the-job training 
courses. HRD actively promotes work-based leaming and in some cases may make 
it compulsory. However, Boud and Garrick (1999:218) criticize that this type of 
workplace leaming is sometimes benefiting the organization more than the 
individual as this may not result in 'improved learning'. Within the leaming 
organization, work is intended to incorporate an element of development and 
leaming for all organizational members. Employees leam through mechanisms 
such as job exchange, job rotation, job shadowing, or by participating in action 
leaming groups, project teams, task forces, or quality circles, while the 
organization might additionally support leaming through workshops and seminars. 
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The third feature is the devolution of responsibility for employee development 
from senior managers to line managers. This is where a learning organization has 
to establish a structured way of developing its employees through the concept of 
'management development' curriculum. According to Pedler (1994), all members 
of the company should have a chance to take part, to discuss and contribute to 
major policy decisions. There should be a deliberate fostering and encouragement 
of contributions and recognition that successful debate involves working with 
tensions, or even conflicts, between different values, positions and views. The 
learning organization must establish a participative policy that allows (1) all 
diverse groups the right to take part, (2) that such diversity, although complicated, 
is valuable in that it leads to creativity, to better ideas and solutions and (3) that 
only by striving to delight customers and meet the requirements of other 
stakeholders wil l the company be successful in the long-term achievement of life-
long learning at workplace. 
After the general overview of the new needs of organization what Kessels (2002:2-
4) offers is a specification of the "curriculum" which is required to meet these 
needs. However, we shall show that it is necessary to be careful to appreciate that 
Kessels' focus on corporate curricula and knowledge-productivity needs to be 
complemented with a concern for the wider cultural environment in which an 
organization functions. As we shall see in the next chapters, with Kessels' model 
on the corporate curriculum for the knowledge economy as a basic theoretical 
framework, the study aims to search for the differences in Eastern and Western 
culture in implementing lifelong learning at the workplace. 
Furthermore, as we have seen in section 2.3 above, there rises the question of the 
responsibility of the management or the workers to acquire all these key elements 
to achieve a knowledge company, within the wider context of the economy of the 
country itself with its multi-national companies. This is one area that the research 
questions wil l attempt to identify the differences between the 'Eastern' and 
'Western' culture two case study companies in their approaches to work-based 
learning. In this aspect, the researcher expects both the 'Eastern' and 'Western' 
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culture organizations to realize the importance and the needs in providing training 
to their employees so that they can contribute to higher productivity. 
2.5 Summary 
The above literature review supports the view of Staniforth (1997:5-7), that i f we 
are to survive - individually or as companies, or as countries ~ we must create a 
tradition of 'leaming companies'. Every company must be a learning company 
because it is an organization that facilitates the leaming of all its members and 
continuously transforms itself 
It brings out the differences between organization leaming and a leaming 
organization. Organization leaming is a process participated in by the employees 
to cultivate a leaming environment, which is stmctured and supported by the 
management to promote a platform for leaming. It is through this stmctured 
platform that a leaming organization is bom to sustain the organization's growth 
and stay competitive. 
The review has also introduced the question of national cultures and the values they 
embody, as analyzed by Hofstede. It has been argued that national values (such as 
power distance, uncertainty avoidance, individualism and collectivism) are likely to 
interact with organizational values. We might expect to see, for example, German 
national values in a Germany-based company and Singaporean national values in a 
Singapore-based company, but also the companies' own values, particularly in 
today's globalized economy where companies are multi-national. An analysis of a 
leaming organization must therefore attempt to identify the interplay of values as 
they appear in approaches to lifelong leaming. 
The literature review also highlights that leaming is not a simple process and it is 
difficult to force people to leam. Without individual leaming there is no lifelong 
leaming and there will be no Leaming Organization. It can be concluded that 
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individual leaming is not by itself a sufficient condition to create a Leaming 
Organization. The leaming must enable the individuals to excel at their own jobs 
or roles, have direction, purpose, and be efficient. The accumulated evidence in the 
above review raises the importance of having a structured leaming curriculum to 
lead to lifelong leaming in a leaming organization, and the approach taken by 
Kessels has been mentioned and will be explored further. 
The literature referred to is largely westem in origin and reflects change and 
development in management thinking and in public policies throughout westem 
societies. The ways of thinking that are part of this discourse have been positively 
embraced in Singapore. It is a major concem of this study to explore whether the 
cultural and organizational circumstances of Singaporean business are supportive 
of such approaches to training and development or not. Also, as will be seen, it is to 
assess how far the westem discourse on lifelong leaming in the workplace can be 
challenged and/or enriched by the experience of both government and business in 
Singapore. 
The thesis began with a working hypothesis that there will be identifiable 
differences between 'Eastern' and 'Westem' companies in the way they address 
lifelong leaming. We have shown that there is some justification for this 
hypothesis but that it needs to be refined and Hofstede's research refers above all to 
countries. This hypothesis can however be used as a fi-amework for examining 
lifelong leaming in the two cases which will be described in Chapter 3: Singapore 
Food Industries, a Singapore-based company and Dragoco Asia Pacific, a 
Germany-based company. 
In order to operationalize the hypothesis, we have introduced Kessels notion of a 
corporate curriculum and its component parts. It might be expected that there will 
be differences between the two companies in their curriculum on account of their 
national bases, but it might also be expected, as the literature review has shown, 
that company cultural values will also be present. 
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In order to focus the analysis the following research questions have been 
formulated: 
1. Do 'Eastern' and 'Western' companies take different approaches in providing 
subject matter expertise to their staff basing on their company cultural values? 
This question is aimed at addressing the level of competencies related to acquiring 
subject matter expertise through a training and development plan established by the 
'Eastern' and 'Western' organizations. 
2. Do 'Eastern' and 'Western' companies take different approaches to training 
staff from 'Eastern' and 'Western' companies on problem solving techniques to 
enhance their knowledge in resolving problems continuously in order to support 
their company values ? And if so: are the values which staff are trained to support 
'Eastern ' and 'Western' respectively 
This is a question about learning to solve problems by using domain specific 
expertise. It is important to develop competencies with which existing domain 
specific knowledge is applied to solving new problems. This requires both 
reproductive skills and also productive skills, meaning the ability to act in new and 
ill-defined problem areas. 
3. Are 'Eastern' and 'Western' companies' staff helped differently and in ways 
which reflect 'Eastern ' and 'Western ' approaches to develop reflective skills and 
meta-cognitive skills that enable them in approaching problems? 
The purpose of this research question is to establish the 'Eastern' and 'Western' 
approaches - and possible differences between them - to developing reflective 
skills and meta-cognitive competence conducive to locafing paths leading to new 
knowledge. 
4. Is the climate of personal and social relationships within the 'Eastern' and 
'Western ' organizations supportive of new learning and is it attributed to 'Eastern ' 
and 'Western' cultural values or to company cultural values? 
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This question aims at understanding the level of communication skills provided by 
the 'Eastern' and 'Western' organizations to the staff. It is recognized that 
securing the right communication skills is important in getting into access to the 
knowledge network of others and that wil l enrich the learning climate within a 
workplace. 
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Chapter 3 
M E T H O D O L O G Y 
3.1 Introduction 
As Singapore moves into the 21^' century with the intensity of globalization, global 
competition and numerous organizations undergoing restructuring, it is both 
meaningful and interesting to find out the feelings and perceptions associated with 
the needs of lifelong learning at the workplace in companies of different national 
origins among the employees. The differences in their respective perceptions of the 
demands of global pressures on the need for workplace education and training will 
be important in deciding how well Singapore responds to the changing economic 
environment of the modem world. 
The research design and choice of techniques reported in this chapter are guided by 
the notion of'fitness for purpose', a view shared by Oppenheim (1992:7-10). 
As described in the previous chapters, the purposes of this study are providing an 
overview of work-placed learning, organization culture, organization learning and 
learning organization in Singapore: 
1. To understand the kinds of learning climate within a particular workplace, 
and the level of training and development provided to produce a leaming 
environment. 
2. To identify the differences, i f any, between the ways in which Eastem and 
Western culture companies understand and act upon the lifelong leaming concept 
in organizations in Singapore and in the course of doing this: 
3. To assess whether the current arrangements for lifelong leaming in the 
workplaces of Singapore are adequate to the task. 
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Following research questions were then established for the case study. 
l.Do 'Eastern' and Western' companies take different approaches in providing 
subject matter expertise to their staff basing on their company cultural values? 
l.Do 'Eastern' and 'Western' companies take different approaches to training staff 
from 'Eastern' and 'Western' companies on problem solving techniques to 
enhance their knowledge in resolving problems continuously in order to 
support their company values? And if so: are the values which staff are trained 
to support 'Eastern ' and 'Western' respectively 
3.Are 'Eastern' and 'Western' companies' staff helped differently and in ways 
which reflect 'Eastern' and 'Western ' approaches to develop reflective skills 
and meta-cognitive skills that enable them in approaching problems? 
A.Is the climate of personal and social relationships within the 'Eastern' and 
'Western' organizations supportive of new learning and is it attributed to 
'Eastern' and 'Western ' cultural values or to company cultural values? 
These questions are derived from the Kessels' (2000) model of the corporate 
curriculum. In his model, Kessels argued that the society is gradually moving 
towards a knowledge economy, that is to say there is implication that knowledge 
application wil l be one of the key factors in successful production. Therefore, an 
organization's knowledge productivity in terms of ability to gather information, 
generate new knowledge and disseminate and apply them at workplace wil l be the 
main economic factor to develop a competent workforce. Hence, it is crucial for an 
organization to be able to create a learning environment to stay competitive. 
He has used similar questions in a diagnostic way to find ways of improving the 
structures, policies and outcomes of work-based learning in a wide range of 
organizations. In this study the model provides a useful analytical framework with 
which to explore differences between organizations in the corporate curricula they 
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develop. Kessels has not been concerned to identify cultural differences that 
influence corporate curricula in different organizations. Nevertheless, his model of 
the corporate curriculum is a usefUl tool with which to conduct such enquiries. The 
answers that can be given to his questions reflect, it can be argued, some deeper 
structures of value and belief and attitude that shape how managers think about 
employees, their needs, their potentialities and about their relationships with them. 
These deep structures of perception - or, to use Bourdieu's term, habitus - or habits 
of mind, are bound up with wider patterns of culture. 
Bourdieu explained this concept in the following way: 
The habitus, a product of history, produces individual and collective practices 
- more history - in accordance with the schemes generated by history. It 
ensures the active presence of past experiences, which, deposited in each 
organism in the form of schemes of perception, thought and action, tend to 
guarantee the 'correctness' of practices and their constancy over time, more 
reliably than all formal rules and explicit norms. (1994:98) 
In order that valid answers to the above questions could be obtained, careful 
consideration was given to the design of the research and its methodology. The aim 
of this chapter, therefore, is to discuss the most practical methods used for the 
study. The first part of this chapter covers broader issues on research design. This 
includes research instruments, validity and reliability of the study and research 
ethics. In the second part of this chapter, details of the research procedures 
regarding data collection, processing and analysis wil l be explained. 
3.2 Research Design 
This study takes the approach of case study research that elicits responses from a 
sample of the population from both organizations. The sampling from the two case 
studies is stratified and cross-sectional, meaning that cases are included from the 
general work force to the supervisor and management group. 
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The research design is descriptive in nature, aiming to find out the learning 
attitudes fi-om the management's perspective to the employees' perspective. This 
allows the exploration of the relationship between two key variables, the reception 
of learning at the workplace by management and secondly by employees in the 
context of the different orientation of Eastern and Western culture organizations in 
the Singapore environment. Although the survey research approach may not be 
adequate to establish the relationships between the independent (causes or 
predictors such as 'Eastern' and 'Western' cultural orientation) and dependent 
variables (effects-variables, meaning gains or losses in accepting the learning 
concept), it helps to reveal the associations or correlates between them. 
hi order to provide valid and reliable answers to the research questions set in the 
above section, different instruments are used in this study, including questiormaires 
and focused individual or group interviews, which wil l be described in greater 
details in the following section. 
3.2.1 Research Instruments 
Questionnaires and interviews are the two instruments that the researcher used in 
his research study. The term "Questionnaires" is sometimes used to distinguish a 
set of questions, including perhaps some open-ended ones, fi-om more rigidly 
constructed scales or tests (Oppenheim 1992:102-103). A questionnaire is an 
important instrument of research, an important tool for data collection. The 
questiormaire has a job to do - its function is measurement. The answers to "What 
is it to measure?" are contained in the questionnaire specifications that follow 
directly from the operational statement of the issues to be investigated or the 
formulation of research questions to be answered as in the earlier section, and from 
the research design that has been adopted. Although a direct method using 
questiormaires can address the attitudes towards lifelong learning (both cognitive 
and affective aspects) of the employees in the case study organizations, informants 
might often take social pressures into account and could therefore give socially 
desired responses instead of the ones they hold themselves and we have to find the 
best ways to overcome this even though we cannot be entirely sure that we have 
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been successftil. The following discussions show the advantages and 
disadvantages of each of the instruments used in these case studies. 
3.2.1.1 Interviews 
There are different kinds of interviews (Structured or also known as 'standardized' 
interviews, Semi-stmctured also known as 'exploratory' or depth interviews, and 
unstmctured interviews which are used in ethnographic field work) 
The purpose of a structured interview that is typically used in a large-scale survey 
is essentially that of data collection. It might be called the 'mass production' stage. 
The various research objectives and hypotheses have been formulated, the 
interview schedule and the wording of the questions have been exhaustively tried 
out in pilot work; the sample has been drawn; the field force recruited; and 
arrangements made for coping with refiisals and otherwise unobtainable 
respondents, with fieldwork checks and the return of the completed schedules for 
data processing. This method is often used in pubHc opinion polls, market research 
and govenmient surveys. During the actual interview phase, there is this cmcial 
assumption that the interviewer's skill to approach as nearly as possible the notion 
that every respondent has been asked the same questions, with the same meaning, 
in the same words, same intonation, same sequence, in the same setting 
(Oppenheim 1992:66-67). Although this allows bigger data base fi-om wider 
diversity to be collected for analysis, it is time consuming and demanding to 
achieve this kind of psychological 'sameness'. It is a manifest impossibility. 
One purpose of the semi-structured interview is essentially heuristic. It is to 
develop ideas and research hypotheses rather than to gather facts and statistics. It is 
concemed with trying to understand how ordinary people think and feel about the 
topics of concern to the research. Often these are emotionally 'loaded' topics. 
Two of the main disadvantages are (1) it requires a highly-skilled depth interviewer 
to talk fi-eely and with some degree of insight about their thoughts, feelings and 
formative experience, (2) it meets with difficulties such as shift work, busy people 
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being unable to spare the time, reservations about being 'probed', which may lead 
to bias in the sample (Oppenheim 1992:69). 
A second purpose of this kind of interviewing is to follow-up a survey to gain more 
insight into responses to a questionnaire. 
However, one of the advantages as contrast to the structured interviews is that this 
method requires no more than thirty interviews. Oppenheim (1992:67) views that 
it would be very foolish even to try to quantify so small a number and, besides, 
these respondents are unlikely to be properly representative of the survey 
population. He emphasizes "the job of the interviewer is thus not that of data 
collection but ideas collection". 
The researcher decided to use semi-structured interviews in the second approach 
i.e. to follow-up the questionnaire results as he is in better position to address 
numerous open-ended questions, or open-ended probes. This allows the 
respondents to say what they think and to do so with greater richness and 
spontaneity. One of the greatest advantages in the use of interviewing technique is 
that it gives the researcher a prepared explanation of the purpose of the study more 
convincingly than a covering letter can do. The researcher is able to explain the 
intention of the study to the less well-educated respondents or those with reading 
difficulties, e.g. in this case the operators from Dragoco and the chefs from SFI. 
In the researcher's research work with the two case study organizations, the cost 
factor is not an issue at all as all his interviewing sessions were conducted within 
the company's premises. However, the time factor was the major constraint that he 
experienced. The researcher had to take weeks i f not months to complete his 
interviewing schedule as he had to wait for the respondents to turn up for the 
interviews in spite of sending out reminders and pre-arrangements made for the 
interviewing sessions. In many cases, he had to leave the company's premises very 
disappointed and at times fiiistrated, without having the opportunities to conduct 
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the interviews as the respondents were either involved in urgent meetings or on call 
to address the ongoing critical operating issues at the shop-floor. 
The interviewing was necessary so that respondents were able to express their 
views and elaborate on their feelings towards lifelong learning at the workplace. It 
was for the above advantages of a mixed approach that this study adopted a 
combination of both quantitative and qualitative methods and we turn now to the 
use of questionnaires. 
3.2.1.2 Questionnaires 
The researcher also used questionnaires to gain a more systematic and quantifiable 
data set to complement the data from interviews. 
A questionnaire is a tool for data collection. There are numerous methods such as 
mail questionnaires, group-administered questionnaires and self-administered 
questionnaires. The researcher decided to use the self-administered questionnaires 
as the most practical approach in the circumstances. In this method, the 
questionnaires are presented to the respondents by someone in an official position, 
such as a supervisor. The purpose of the inquiry is explained in a covering letter 
that explains the purpose of the survey, the various sections of the questionnaire 
and that their inputs are treated with high confidentiality. The respondent is left 
alone to complete the questionnaire, which wil l be picked up later. Greatest care is 
needed in the briefing, otherwise with the best intentions, may introduce fatal 
biases (Oppenheim 1992:100, 102). 
The key to good results of measurement is to ensure that the questions are not 
ambiguous. In addition, the detailed specification of measurement's aims must be 
precisely and logically related to the aims of the overall research plan and 
objectives. However, it is recognized that it is not an easy task to lay down the 
detailed specifications in itemized particularity for an entire research project. It 
requires painstaking, intellectual efforts, and it is a test of the researcher's patience 
and perseverance. As an illustration, the researcher's proposed set of 
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questionnaires was subjected to numerous rounds of review, editing and 
amendment by both his thesis supervisor and the dean of this program. When it 
was finally accepted, the researcher picked a pilot area for testing, namely the 
participants involved in the PSB Academy. The researcher decided to use this base 
for testing the questionnaire because the participants are from a diversified 
background. These are working adults from the 'Eastern' and 'Western' culture 
companies operating in Singapore. Feedback of the pilot testing was considered 
and minor changes were made to the original set of questionnaires to enhance 
better understanding from the potential respondents. Such procedures may seem 
tedious but they are essential. For the quality of the data to be analyzed depends 
fimdamentally on the quality of the instrument used to collect it. If, as in this case, 
a questionnaire is an important part of the research design, then every effort is 
needed to make sure that the instrument used has been well designed and tested. 
With respect to questionnaire responses, studies show that a postal questionnaire 
may easily produce a response rate of below 40 percent (Oppenheim 1992:81-82). 
In this study, questioimaires were not posted. Instead as indicated above, the 
researcher had them handed over to the Human Resource Managers who in turn 
distributed them to the respective diversified participants from the various 
operations divisions as well as the supporting fimctional groups such as 
adminisfrators, accounting division, and sales and marketing groups. The response 
rate in his approach was exfremely good, generating a close to 100 percent 
feedback. 
3.2.2 Validity & Reliability 
As pointed out at the beginning of this chapter, the research set out to answer 
empirically a series of questions derived from theoretical literature. Therefore, 
each question has a job to do, and that job is the measurement of a particular 
variable, as laid down in the questionnaire specification. While trying to assess 
how well each question, or group of questions, does its job, we need to use the 
concepts of reliability and validity. These are concepts derived from measurement 
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theory and ft-om psychometrics such as measures of aptitude tests (Oppenheim 
1992:144-145). 
There are numerous types off validity. 'Concurrent validity' shows how well the 
test correlates with other, well-validated measures of the same topic, administered 
at about the same time. 'Predictive validity' shows how well the test can forecast 
some fixture criterion for generalization purposes. 'Construct validity' shows how 
well the test links up with a set of theoretical assumptions about an abstract 
constmct such as intelligence, conservatism or neuroticism. 'Content validity' 
seeks to establish that the items or questions are a well-balanced sample of the 
content domain to be measured. (Oppenheim 1992:162). 
Reliability on the other hand refers to the consistency of a measure, to repeatability, 
to the probability of obtaining the same results again i f the measure were to be 
duplicated. Reliability is never perfect; it is always a matter of degree (Oppenheim 
1992:159). It is possible to have a measure that is highly reliable yet of poor 
validity. On the other hand, when a measure is found to have excellent validity, 
then it has higher probability of reaching higher level of reliability. The 
development of psychological tests, such as measures of intelligence or personality, 
is often faced with these issues of reliability and vaHdity. 
In this study, reliability among groups from the two organizations is addressed 
through the use of standardized questiormaires and procedures for administration. 
As regards to interviewing, a list of standard questions was prepared to guide each 
group discussion even though participants were encouraged to contribute freely to 
the interviews. 
Since the quesfion of validity and reliability underpins the whole study, related 
issues wil l be revisited in the second part of this chapter when details of the 
research procedures are accounted for. 
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3.2.3 Research Ethics 
Oppenheim (1992:83-84) suggests some main ethical considerations that are 
particularly pertinent to survey research. One of the basic ethical principles 
governing data collection was that no harm should come to the respondents as a 
result of their participation in the research. For instance, i f a respondent had been 
upset by some of the questions in an interview, then the interview might have to be 
abandoned rather than risk upsetting respondent still fiirther. In the process of data 
collection, it should not be perceived by the respondent that the interviewer was 
making an attempt to sell things to him/her as this was unethical and it gave social 
research a bad reputation. The other key ethical issue was to respect the 
respondent's right to privacy and the right to refiise answering certain questions, or 
the respondent's decision not to be involved in the interview. There should be no 
undue pressure given to the respondent to participate. 
In order to attain a high ethical standard, the following rules were strictly followed 
throughout the whole study and special caution was taken to protect the interests of 
the respondents, to ensure that they gave their 'informed consent'. 
- The researcher explained as clearly as possible the aims, objectives, and methods 
of the research to all of the parties involved 
- Respondents had the right to refuse to take part in the research 
- The researcher had to demonstrate how confidentiality and anonymity were to be 
built into the research 
- Respondents' decisions had to be respected. 
In summary, it must be observed that in all stages, all parties were informed of the 
general purpose of this study and that their participation should totally be 
voluntary. It was also experienced that anonymity and confidentiality were built 
into this study without much difficulty. For both the questionnaire survey and the 
focused interviews, no names were recorded. Although respondents were-asked to 
indicate their job designation, and workplace on the questionnaires that might 
become a potential threat to anonymity, the researcher protected their identities. 
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The researcher did not find any significant differences in the behavior of the 
respondents between the case study organizations in the approach about the 
research process. Respondents from both organizations were positive and 
responsive to the questionnaires and interviews. 
3.3 Data Collection and Analysis 
After the discussion of some broader research issues, in this second half of the 
chapter, details of the research procedures that include sampling strategies, steps 
for data collection, data processing and data analysis will be described. In the 
following, the research procedures wil l be described in detail firstly for the 
quantitative instrument and then the qualitative instrument. 
3.3.1 The Quantitative Instrument: Questionnaire Survey 
3.3.1.1 Design of the Questionnaire 
In this study, a questionnaire was devised to collect responses from i) a large 
sample of the employees working in Singapore Food Industries and Dragoco 
Company. This quesfionnaire is based on Kessels' (2001:502-504) paper on: 
"Theory of Organization Learning - Corporate Curriculum for the Knowledge 
Economy", explained earlier in this chapter. The following framework was set 
forth for this study, and questions were devised under two categories and they were 
sequenced randomly (Appendix I) 
a) Part I : Personal and Organization Information 
The first part of the questionnaire collected background information about the 
informants such as organization name where he/she is employed, organization 
headcount, nature of business, profession, sex, age group, currently attending any 
course, course sponsorship by company and higher level academic qualification 
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attained. There are no sensitive questions raised in this section, and the researcher 
expected fiill support in this area. 
b) Part I I to VI I I : Organization's & Respondent's perceptions and beliefs about 
training 
Part I I has reference to Kessels' idea of corporate curriculum for the leaming 
fimction in terms of 'subject matter expertise'. A total of nine questions (Appendix 
I , Questions 11.1-11.9) are structured to gather information on the kind of training 
provided following Kessels' idea in 'subject matter expertise'. In the analysis the 
data wil l be analysed to see i f there are differences between the two companies -
seen as representative of 'Eastern' and 'Western' approaches to training - and thus 
to address research question one: 
Do 'Eastern' and 'Western' companies take different approaches in providing 
subject matter expertise to their staff basing on their company cultural values? 
The researcher is expecting that feedback from the first six questions wil l help him 
in understanding the 'Eastem'/'Westem' cultural differences in addressing the 
competencies related to acquiring 'subject matter expertise' in the organization. 
Responses from three other questions 11.7-11.9 are expected to provide feedback 
related to cultural differences in whether a highly specialized work force with 
competencies related to acquiring 'subject matter expertise' will make a leaming 
organization that becomes knowledge productive. 
Part I I I refers to Kessels' leaming function in terms of 'problem solving'. Kessels 
argues that one of the important leaming functions is to 'solve problems' by using 
domain specific expertise so as to develop competencies with which existing 
domain specific knowledge is applied to solve new problems. This section is 
aimed at addressing research question two: 
Do 'Eastern ' and 'Western' companies take different approaches to training staff 
from 'Eastern ' and 'Western ' companies on problem solving techniques to enhance 
their knowledge in resolving problems continuously in order to support their 
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company values? And if so: are the values which staff are trained to support 
'Eastern ' and 'Western' respectively? 
This section has thirteen questions (Appendix I, Questions 12.1 - 12.13) to 
understand the respondents' perception in leaming in terms of 'problem solving'. 
The first ten questions are stmctured to understand the respondents' perception in 
their organizations in providing them with sufficient skills in 'problem solving'. 
The remaining three questions will help the researcher in understanding whether 
the cultural differences have impact in the leaming process to solve work-related 
problems by using the acquired specific knowledge. 
Part rv consists of nine questions (Appendix I, Quesfions 13.1 - 13.9). They are 
designed to link with Kessels' view on developing 'reflective skills and meta-
cognitive skills' leading to new knowledge and means for acquiring and applying 
this asset. These questions are stmctured to address research question three: 
Are 'Eastern' and 'Western' companies' staff helped differently and in ways which 
reflect 'Eastern' and 'Western' approaches to develop reflective skills and meta-
cognitive skills that enable them in approaching problems? 
Part V to VII I refer to Kessels' views that a corporate curriculum provides the 
following framework for the leaming funcfions: 'communicahon skills', 'self 
regulation of motivation and affection', 'peace and stability', and 'creative 
turmoil'. A total of thirty-seven questions (Appendix I, Questions 14.1 - 17.8) are 
designed to obtain feedback from respondents in their perception of training. They 
are designed to link up with Kessels' concern for (i) securing commimication skills 
that can provide access to the knowledge network of others and that can enrich the 
leaming climate within a workplace. Kessels also argues that getting access to 
these networks relies heavily on the proficiency in communicafion and social skills 
i.e. (ii) procuring skills that regulate the motivation and affections related to 
leaming - meaning self regulation of motivation and affection; (iii) promoting 
peace and stability to enable specialization, synergy, cohesion, and integration. 
Kessels states that peace and stability are necessary for gradual improvement, and 
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(iv) causing creative turmoil to instigate innovation. Kessels believes that creative 
turmoil brings the dynamics that pushes towards radical innovation, leaving 
traditional paths behind. This section attempts to address research question four: 
Is the climate of personal and social relationships within the 'Eastern' and 
'Western' organizations supportive of new learning and is it attributed to national 
cultural values or to company cultural values? 
In summary, Part I I to VII I of the questionnaire consisted of statements and 
questions devised to elicit informants' perceptions of and beliefs about the 
organization's support for fraining programmes and the respondent's reception of 
the fraining. This section of the quesfionnaire is composed of 45 quesfions and 23 
statements. In order to get the respondents to place themselves on a continuum for 
each statement, the researcher decided to use Likert scales running from 'sfrongly 
disagree' to 'agree', 'uncertain', 'disagree', and 'sfrongly disagree'. The cenfral 
point 'uncertain' in the scale is omitted from the computation. During the survey, 
each respondent was asked, not merely whether he/she agrees or disagrees with 
each statement, but to tick one of the five positions. However, during the 
computafion, the results from the 'uncertain' column were disregarded in order to 
have a clear calculation of agreement and disagreement. In the event, as we shall 
see in later chapters, there were very few informants who wanted to use the 
'uncertain' category. 
Next, the score of each respondent is recorded. To do this, a decision has to be 
made whether a high scale score is to mean a favorable or an unfavorable factor. It 
does not matter on the decision made, but it is important to ensure consistency in 
recording the score. I f it is decided that a high score on the scale will mean a 
favorable factor, then favorable statements must be scored 4 of 'strongly agree' 
down to 1 for 'strongly disagree'. The total score is obtained by adding up the item 
scores, excluding the middle score (Oppenheim, 1992:197). 
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3.3.1.2 Sampling Approach 
The questiormaire survey conducted at the two companies' premises was 
administered prior to the qualitative phase of the study. This quantitative survey 
was conducted over a 4 months' period. 
In order to attain a high validity within the cases in the first instance, sampling 
strategies are important. It is the strategy to have more informant representatives 
so that a higher level of the generalizability in the research result can be obtained. 
In principle, a representative sample of any population should be so drawn that 
every member of that population has a specified non-zero probability of being 
included in the sample. The researcher decided to resort to a modified sampling 
method that is called the cluster sampling method (Oppenheim, 1992:39-40). This 
takes advantage of the fact that the populations in the two organizations are 
structured by their fimctional roles, for instance production operators' fimction, 
finance fimction and marketing function. Cluster sampling is designed to make use 
of these structured hierarchies. The researcher then applied the random sampling 
principle to each stratum in turn. 
As for the qualitative method, most of the lower and middle managers from each of 
the two organizations were interviewed. In addition, a cross-fimctional group of 
representatives from the general workforce, including the administrative staff were 
also interviewed. Each of the interviewing sessions lasted for about 1 5 - 3 0 
minutes, depending very much on additional information being shared by the 
respondents. Most of these interviews were conducted during Saturdays at 
Singapore Food Industries (requested by the staff as it is less disruptive to week-
day tight working schedules) and as for Dragoco Asia Pacific Co Ltd., the 
researcher had the opportunity to meet up with them in any of the week-days (for 
fiuther details of interviewing see Table 3.2 below). 
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3.3.1.3 Data Collection Procedures 
Five managers from each organization were invited to administer the questionnaire 
to their general workforce. The researcher was fortvmate as he obtained full 
support from the managers. In order to reduce discrepancies between different 
questionnaire administrators, the managers were given a briefing on standard 
instructions, hi addition, before the questionnaire was issued, a briefing session 
was given to the administrators on the meaning of each of those 45 questions and 
23 statements. The return of completed questionnaires from Singapore Food 
Industries was very encouraging. Al l of them were returned to the researcher 
within two to three days of the survey, with the exception of one group from the 
subsidiary production where the survey was returned after 1 week. As for Dragoco 
Asia Pacific Co. Ltd, most of the completed questionnaires were returned after 1 
week from the survey date. One of the primary reasons given for the delay was the 
respondents were very busy with their day-to-day activities. 
Ethical issues were considered during the data collection process. A l l 
questionnaire administrators were informed very clearly that participation in this 
study was voluntary. Respondents' names were kept anonymous. In fact, several 
respondents chose to register their names in the questionnaire. 
3.3.1.4 Data Processing 
The researcher received excellent responses from the two case study organizations' 
employees. The successful return of questionnaires was obtained from all strata in 
the organization hierarchy. At the end of the survey, a total of 243 questionnaires 
were used for data analysis. The researcher checked on the number of responses in 
each of the two case study organizations to ensure that a sufficient spread is 
available for statistical analysis. Listed below is the number of cases involved in 
the survey. 
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Table 3.1 Number of Participants Involved in Survey 
Groupings Number of Valid Cases 
Singapore Food 
Industries 
125 
Dragoco Asia Pacific Co. 118 
3.3.2 The Qualitative Instrument 
As explained earlier, the researcher decided to use a mixed research approach 
because the results of the first instrument, the questionnaire, can provide a 
framework for the second instrument, the interview. One of the characteristics of a 
mixed approach is to allow the researcher to understand the questionnaire analysis 
and guide him in structuring the interviews in two main aspects: i) who to 
interview, and ii) what questions to address. The qualitative approach is more 
open-ended. It generates 'rich' data that needs interpretation. It provides 
contextual information. 
From the results of the questionnaire survey, the researcher was able to finalize 
"who to interview?", and also "what to discuss?". In the interviewing process, both 
direct and indirect questions were asked to elicit the employees' responses. 
Following are questions raised during the semi-structured interview with the 
respondents from the two case-study companies. The main reasons for asking 
these questions are: 
i . to link to Kessels' views of the type of learning outcomes and the learning 
processes leading to knowledge productivity that requires a curriculum that 
supports learning ftmctions reflected in the research questions. The 20 questions 
(Appendix 2) provide more in-depth feedback to allow the researcher to have a 
better understanding on how the Eastern-Singaporean and Western-German 
companies address the needs to make a learning organization that becomes 
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knowledge productive. Questions 1-7 attempt to encourage the respondents to 
share their views in this aspect. 
1. What is your thought of lifelong learning at your work place? 
2. Is organization learning important? 
3. Does training help your company to achieve better results? 
4. Do you see your company promoting lifelong learning? 
5. Does your company support training? 
6. What form of formal training is provided to your employees? 
7. What form of informal training is provided to your employees? 
i i . questions 8-16 allow the respondents to share their views of companies' 
commitment and encouragement in lifelong learning, and the expectation after the 
training process. 
8. Do you experience any difficulty in getting your employees in training? 
9. What is your company's expectation from employees who have received 
formal or informal training? 
10. Have you come across any employees reluctant to be trained? 
11. How do you encourage your employees to accept training? 
12. Do you foresee your employees leaving you after acquiring their training? 
13. What are key success factors to cultivate your company to adopt a leaming 
organization environment? 
14. Do you create earning opportunities for your employees? 
15. Do your superiors support training? 
16. What is your CEO vision in terms of training? 
i i i . the remaining four questions attempt to conclude the understanding from the 
respondents of individuals' and companies' needs and approaches (leadership 
style) to develop the necessary competencies (types of leaming platform) to be able 
to participate in a lifelong leaming at the workplace. 
17. What type of leadership style is seen in your manager? 
18. What are the benefits of training — your opinion? 
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19. What is your company turnover rate? 
20. Does your company promote learning platform at your work place? 
The data collected could be used for providing more depth and detail to the 
statistical tendencies identified from the questionnaires. The researcher personally 
conducted all interviews so as to ensure maintaining high reliability of the 
interviews. The qualitative data through interviews help the researcher to analyze 
the attitude of responses towards lifelong learning at their workplace. This 
comparative method is cumbersome and it demands some level of 'judgment' from 
the researcher to interpret each statement as expressed by the respondents during 
the interview sessions. The researcher faces the difficulty in terms of the fact that 
he has to be sensitive in making clarification with the respondents. He has to 
ensure that the process is not being perceived as making them over-conmiitted and 
their social dignity is taken care o f f 
Most discussions were conducted in English with some exception in Mandarin, 
(from Singapore Food Industries' employees). A total of 30 participants took part 
in the interviews, ranging from middle managers to general workers at the shop-
floor. 
Table 3.2 Details of Participants Involved in Interviews 
Source Total 
Participants 
No. 
Male 
Job No of 
Female 
Job 
Singapore 15 8 3Mgr 7 2Mgr 
Food 1 Engineer 2 Admin 
Industry 3 chef 
1 Admin 
3 Tech 
Dragoco 15 7 3Mgr 
2 Tech 
2 Salesmen 
8 2Mgr 
3 Lab Assist 
3 Admin 
Key: Mgr — Manager Admin — Administrator 
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3.4 The Comparative Case Study Dimension 
The final element of the methodology to which attention should be drawn is the 
comparative case study dimension. There are two case study organizations in this 
study and the design of the study allows for comparisons to be made between the 
results of questionnaire research in both of them. These companies are different 
industries but for the purpose of this study that is not significant, for the focus is on 
their management practices in relation to a common problem, that of work-based 
learning. 
Yin et al. (2003:12) suggests the definition of a case study as follows: 
The essence of a case study, the central tendency among all types of case 
study, is that it tries to illuminate a decision or set of decisions: why they 
were taken, how they were implemented, and with what result, 
Yin et a/.(2003:l-3, 10) explain the case study as one of several ways of doing 
social science research and it includes surveys and the analysis of archival 
information. They ftirther comment that using case studies for research purposes 
remains one of the most challenging of all social science endeavors. 
Bassey et a/. ("1999:24) describes the case study as follows: 
Unlike the experimenter who manipulates variables to determine their causal 
significance or the surveyor who asks standardized questions of large, 
representative samples of individuals, the case study researcher typically 
observes the characteristics of an individual unit - a child, a clique, a class, a 
school or a community. The purpose of such observation is to probe deeply 
and to analyse intensively the multifarious phenomena that constitute the life 
cycle of the unit with a view to establishing generalizations about the wider 
population to which that unit belongs. 
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Cohen and Mansion (1994:106) make the following comments on case study: 
Present antipathy towards the statistical - experimental paradigm has created 
something of a boom industry in case study research. Delinquents, dropouts 
and drug-users to say nothing of studies of all types of schools, attest to the 
wide use of the case study in contemporary social science and educational 
research. Such wide use is marked by an equally diverse range of techniques 
employed in the collection and analysis of both qualitative and quantitative 
data. Whatever the problem or the approach, at the heart of every case study 
lies a method of observation. 
From the above suggestions, the researcher thinks that there are numerous common 
features of case study. They include the use of qualitative and quantitative 
approaches to analyse data. This methodology is preferred when "how" or "why" 
questions are being posed, when experimental approaches are not feasible or 
appropriate, when the researcher has little confrol over events and when the focus 
is on a contemporary phenomenon within some real-life context. One of the 
distinctive needs for case studies arises out of the desire to understand complex 
social phenomena. It allows the researcher to retain the holistic and meaningfiil 
characteristics of real-life events such as organizational and managerial processes. 
Case studies can be based on any mix of quantitative and qualitative evidence. One 
of the case study's unique strengths is its ability to deal with a fiill variety of 
evidence - documents, artifacts and interviews. However, perhaps the greatest 
concern about the weakness of case study research is to allow equivocal evidence 
or biased views to influence the direction of the findings and conclusions. Another 
common concern about case studies is that they provide little basis for scientific 
generalization. However, in the view of Yin et al. (2003) case studies are 
generalizable to theoretical propositions and not to populations or universes. This 
means that the findings from a particular case can be used to confirm or disconfirm 
general theories - for example about differences between 'east' and 'west' but not 
to make generalizations about specific populations such as 'all Singapore 
companies'. 
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In his work on cross-cultural differences, Hofstede (1994:258) noted that it was 
important for researchers to develop their own research instruments suited to the 
topic they wished to study. He noted in addition that it is particularly usefiil to 
compare results for different populations within the same culture or country. In this 
way, he says, social science becomes less ethnocentric and 'otherwise seemingly 
unrelated phenomena can be shown to be linked together.' 
Following this logic, this research is based on a comparison of two cases that 
enables the relevance of different factors that operate in the structures of work-
based learning to be identified. Both organizations in this study work in Singapore 
and probably - according to our hypothesis - bring to their task different approaches 
to management and assumptions about learning. The comparative method allows 
some assessment to be made as to whether these differences have any real 
significance in shaping attitudes to learning in the workplace and among 
employees. 
The researcher classifies Dragoco Asia Pacific Private Limited Company as a 
Western culture organization on the basis that its headquarter is in Holzminden, 
Germany. The local enterprise is an expansion from Germany. In 1996 the 
Regional Headquarters was set up in Singapore with fiirther extension in 1996 
where a piupose-built flavor and fragrance factory was put into operation. Top 
executives from Germany were posted to manage this factory. They brought along 
the Western-German culture management policies and management style to 
influence the local workforce that were recruited to run the operations. 
On the other hand, Singapore Food Industries Private Limited started its operation 
in Singapore in 1973 to support the Ministry of Defence by supplying raw rations 
that include vegetables and meats to the Singapore Armed Forces (SAF). The 
company's president and his team are selected from local individuals who were 
steeped in the Eastern-Singaporean culture management style. The company's 
partnership with SAF further strengthened the expected 'Eastern' culture style of 
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operating the company. Its staff was exposed to the Singaporean culture core 
values and their practices are very much in line with the Government policy. 
Bearing in mind the strengths and weaknesses of case study presented above, it wi l l 
not be possible to make generalisations about a population such as Singapore but it 
may be possible to make some comments on general; theories such as those of 
Hofstede. 
Further description of the cases follows in Chapter 4. 
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Chapter 4 
DESCRIPTIONS OF T H E ORGANIZATIONS UNDER STUDY 
In this chapter, the researcher sets out a description of the two case study 
companies in which the research took place and in which the theoretical themes set 
out in Chapters one and two were examined. The study is to explore how far the 
development of knowledge-productive organizations is influenced by wider 
cultural factors in the society. A comparison between Eastem-Singaporean and 
Westem-German culture companies in Singapore that examines whether there are 
differences in their approach to work-based leaming promises to supply answers to 
this question. Organizational leaming is also a complex idea (it covers informal 
leaming as well as formal programmes of training) but through accounts of 
company training programmes or of how people in a particular organizafion 
actually learn - the theoretical idea becomes real and vivid and illuminates how 
globalization is exemplified in practice in particular companies in particular places. 
The researcher finds these two companies, namely, Singapore Food Industries 
(SFI) and Dragoco Private Limited Company to be interesting from the theoretical 
point of view in that although they are based in Singapore, they represent different 
cultural backgrounds, but are subject to common Government policies, common 
business environment, and global competition and opportunities. Both 
organizations recognize the importance of lifelong leaming at work and the 
continuous leaming development required to stay competitive in their respective 
business. However, they seem to have taken different approaches to suit their 
business needs. 
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In order to gain information about the policies and practices of the two companies 
with regard to training, interviews were carried with five managers from each case-
study company. They are Human Resource Manager, Customer Service Manager, 
Production Manager, Sales Manager and Quality Manager. The rest of this chapter 
is based on those sources of information. 
4.1 Case Study 1: Singapore Food Industries Limited (SFI) 
4.1.1 SFI Company in Perspective 
In Singapore, the group has a well-developed network of facilities with over 35,000 
square meters of warehouse, cold storage and production facilities. Backed by a 
fleet of refiigerated trucks and vans, it is capable of handling large and on-time 
deliveries. At the time of the research, SFI had two large capacity kitchens that are 
capable of producing 60,000 meals in a day. Its sales revenue for year 2000 was 
S$350 million compared to S$237 million in 1996 and its net profit before tax grew 
from S$16 million in 1996 to S$30 million in 2001. (SFI, October 2001) 
The achievement for SFI was not so smooth as it was fraught with both challenges 
and successes. In its early beginnings, the company began as a result of a need to 
look for a trustworthy food supplier in Singapore. Peter Tay, President and CEO of 
SFI explained that in the early 1970s, there was an abundance of food suppliers that 
did not take pride in providing quality assurance standards in the local food 
industry. As a consequence, the Ministry of Defence started SFI in 1973 to spruce 
up the food distribution system. When it first began its operations, SFI supplied 
raw rations that included vegetables and meats to the Singapore Armed Forces 
(SAF). It later expanded its distribution channel to other government institutions. 
Eventually, the food company improved its infrastructure by establishing large 
capacity cookhouses to supply cooked and chilled meats to SAF. This source of 
business from government institutions formed about 90 percent of SFI's entire 
sales revenue in the late 1980s that totaled to about S$50 million (Caroline Chia, 
Oct 2001). The partnership with SAF has gone beyond the early years of supplying 
quality raw materials to SAF camps to the supply of cooked-chilled meals in the 
late 1980s to on-site cooking at SAF cookhouses from 1997. In response to SAF's 
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evolving needs, the organization now supports the SAF in its catering needs at 
overseas exercises such as those at Shoalwater Bay, Australia. 
The organization's other major customer segments include supermarkets, ship 
chandlers, wholesalers, wet/dry markets and foodservice outlets. In the 1990s, SFI 
continued to expand its business through overseas ventures. It acquired a 20 
percent stake in International Cuisine Limited (ICL), a food manufacturer in UK. 
In 1995, SFI became a majority shareholder and it has since built a factory to 
expand and manufacture food products. Over the years, SFI also expanded its 
operations into Australia and China. In Queensland, Australia, it owns Urangan 
and Schulz Fisheries and operates a fleet of fishing vessels and a seafood 
processing plant to produce quality and competitively priced seafood for export to 
Singapore, Hong Kong, Taiwan and Japan. 
The above chronology demonstrates SFI's strength in establishing a foothold in the 
food business, both domestically and abroad. This business development is a clear 
indication of SFI's determination to exploit global business opportunities. 
Globalization is not a mysterious process that happens by itself It needs planning 
and encouragement and the President and CEO, Mr. Tay received strong support 
from the Defense Ministry to establish the self-sufficient food supply to the 
Singapore military personnel during the on-going joint military exercises carried 
out at the Shoalwater Bay, Australia. This expansion opportunity was the initial 
development to establish a foothold in Australia. It is through this adventure that 
SFI demonstrated its capability in delivering quality products to the Australian 
military. This landmark victory opened up the gateway for SFI to venture into the 
commercial world in Ausfralia. To support the success of this globalization policy, 
SFI headquarters in Singapore stepped up its ability in continuous supply of quality 
food products. One of the ways was to execute sound quality systems to provide 
the high level of assurance and confidence the market demands. This led the 
company to pursue the powerftil tool in quality confrol in terms of product 
variation reduction. A consultant was engaged to develop a customized approach 
to train and implement the Six-Sigma approach in quality control. Six-Sigma 
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methodology is the implementation of a measurement-based sfrategy that focuses 
on process improvement and variation reduction. It means a measure of quality 
that strives for near perfection. Six-Sigma is a methodology that provides business 
with the tools to improve the capability of business processes. 
4.1.2 SFI Organizational Culture 
Despite the success in the government sector, SFI had other extensive plans and did 
not wish to limit its growth. SFI began to broaden its business into the commercial 
sector by targeting supermarkets, wholesalers and restaurants to extend its food 
distribution business. It relied on its strength to supply frozen food and vegetables. 
It slowly increased its market share in the commercial sector. The increase of new 
customers later led to the expansion of warehouse space and cold rooms. With this 
transition into the commercial sector, its 1000 staff sfrength company had to 
change their mindset to a performance-oriented culture with customer focus. The 
researcher understands the need for this change as follows: SFI past endeavors or 
previous mindset was narrowly focused with the Government-linked business 
environment. The mindset was cultivated because it was a Government-linked 
enterprise and was perceived that its food supply to the military section could not 
be challenged by outside private enterprises. It has dominated the food industry in 
Singapore context for a long time. Therefore, the absence of commercial 
competition created a situation that allowed them to cultivate a culture of 
complacency. On top of that, the military base of which 80% of the customers are 
on short-term 3-year national service, would have very little influence in 
commanding a customer-focus service. These customers did not have much choice 
as they were under a very regimented environment. 
However, the SFI CEO realized that the commercial environment is very 
competitive in the real world and together with the intense development of 
globalization, the organization's culture must shift towards a customer focus. The 
CEO was well aware of a need to make this drastic change. To begin with, he 
needed to revamp the traditional way of rewarding his staff Traditionally, all staff 
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are given an annual increment ranging from 3 - 5% of basic pay, and in addition, 
an annual bonus of one month salary is payable at end of each year. Under this 
reward system, performance-related attitude is not considered. In order to 
encourage his staff to perform, he introduced a performance-related reward called 
'Economic Value Added' (EVA). This performance indicator measures the retum 
on total capital employed. The traditional one-month fixed bonus rewarded at end 
of year, was replaced by a variable bonus sharing system. This means that the 
higher the EVA generated by the company, the more wil l the staff be rewarded for 
their effort contributed to the organization. To support this vision, this implies that 
the company must support the continuous improvement through lifelong leaming 
concept in the organization. The CEO capitalized on this lifelong leaming concept 
introduced by the government in 1999. He realizes that people are the key asset of 
the organization. These workers must be provided with up-to-date knowledge in 
their respective domains so that they in retum can contribute to the organization 
more effectively. He also recognized that the majority of his 1000 workforce in the 
local manufacturing premises had only primary academic qualifications and they 
needed to be equipped with more post-education fraining in order to perform better. 
One of the ways is to pursue lifelong leaming at the through a well-planned 
organization-training curriculum. The CEO is confident that the lifelong training 
wi l l be perceived as a motivational factor to encourage them to excel and to stay 
employable within the organization as new technology is introduced. 
The CEO has been the chief executive since 1989. He is a Colombo Plan Scholar, 
graduated with Bachelor degrees in Engineering (Hons) and Economics from 
University of Newcastle in Australia and also holds a MSc in Management (Sloan 
Fellows Progranrmie) from the Massachusetts Institute of Technology. He is a 
Fellow of the Chartered Institute of Management Accountants. (SFI Annual 
Report 2003). The CEO recognizes that his organization in the digital 2r' century 
should consider becoming a virtual business by interacting with customers via 
computer networks. He is aware that the responsiveness of an e-business firm 
means that it is ready to adjust its production and marketing plans, to deliver 
products on demand, and to service customers' needs in real time. With the help of 
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Singapore Productivity Board, a consultant was engaged to assist in customizing a 
B2C system for its implementation. Noticing an emerging trend and Hfestyle 
change among Singaporeans, the innovative food company promises to deliver 
groceries to its customers seven days a week at one-and-a-half hour time slots. 
This can be an ideal situation for busy people. The CEO encouraged two of its 
employees to develop the Website and it created opportunity for the company to 
leverage its strengths in food logistics and distribution in the business-to-consumer 
(B2C) market. 
The researcher finds that this CEO has sfrong western contacts. One of the ways in 
which globalization impacts on people at work is through the mechanism of 
cultural fransmission built into the personal networks and experiences of business 
leaders. In this sense, the logic of globalization is not impersonal; it is interpreted 
and enacted by people and the way in which that is done is related to their 
experience, understanding and ambition. In organizations where the leaders 
possess these qualities and contacts we would expect a sfrong customer-focus and a 
positive attitude to learning. When this is the case, traditional cultural orientations 
of people at work will be under great pressure of change. Where they are absent, 
business failure is a possibility. 
The president realizes that in a changing business landscape, the company has to 
remain focused in objectives and business strategies to ensure consistent growth. 
At SFI, they pride themselves in their ability to look beyond traditional boundaries 
and seeking vital opportunities that they can use to grow their businesses. At SFI, 
they have a "never-say-die" attitude. I f projects do not succeed, they are prepared 
to step out and venture into new opportunities. The culture of continuous 
improvement is evidenced by the CEO's remarks that ''if you do not attempt to try, 
you will never know the outcome" (SFI Annual Business Report, 2001). 
As reported in SFI Annual Business Report, 2005, the CEO annoimced that there 
was an increase of 4.4 per cent in sales over the previous year. This growth was led 
by the overseas operations which accounted for 60 per cent of the Group turnover. 
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This result is possible because of the 'Intemationalisation Sfrategy' that the 
company has envisioned. The company has the vision to address and focus on 
meeting changing food needs driven by changes in lifestyle and demographic 
patterns. This demonstrates the CEO's "never-say-die" attitude and the culture of 
executing continuous improvement for business excellence. 
4.1.3 Their Mission: 
'To be a world class integrated food company. We aim to deliver premier 
value to customers, superior returns to shareholders and a rewarding 
environment to employees." 
This mission statement was developed during the company's expansion program 
and its recognition of globalization shaping up in the region. The CEO articulated 
this mission through the monthly business review with his staff and fiirther re-
enforced it during the quarterly performance review. The researcher feels that the 
mission statement has a combination of both the Eastern and Western cultural 
implication. The element of 'To be world class integrated food company' is very 
much Western in context. 
4.2 Learning Opportunity at SFI Organization 
SFI recognizes that the years ahead will be very challenging. Economic forecasts 
all point to slower growth worldwide. For example, Singapore GDP growth for 
2002 was 2.2 percent, down from the 9.9 percent growth in 2000. As a result, the 
organization wi l l continue to sharpen its competencies across all operations. Over 
the years, the organization has imbued into its staff the need for quality and 
continuous improvement through training and empowerment. As an illustration, 
the company has led Singapore on the implementation of the process improvement 
program called EVA (Economic Value Added) driver analysis. To ensure 
continuity in this strategic move, and to ensure staff continues to stay competent, 
the organization has structured an e-leaming platform to conduct the on-line 
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training of EVA framework. This training need wil l continue to be pursued by all 
levels of the staffing in the overseas operations. In fact, the organization's belief in 
learning and continuous improvement has earned itself the award of "People 
Developer" certification in Singapore, and in the UK, International Cuisine, a 
branch of SFI was awarded the "Investor in People" certification. 
For example, the CEO realized the importance of reducing products' variability 
and thus increasing its products' reliabihty through application of total quality 
management (TQM). The CEO is aware that the successfiil implementation of Six 
Sigma tool wi l l become one of SFI's key competitive advantages among the 
competitors in the food industry. The CEO who is trained in Engineering, is aware 
of the Six-Sigma route to quality. His aim is to grow market share, improve 
customer retention, develop new products, accelerate innovation, and manage 
changing customer requirement. In view of the vast advantages, he personally 
shows interest in the Six Sigma route to quality. With the help of external 
consultants, a customized Six Sigma in-house training program was established. 
Instead of following the conventional Black belt and Green belt structure, the 
organization came up with another category called Yellow belt. A Black Belt 
certification is awarded to an individual who is able to use data to convert broad 
generalizations into actionable goals. He/She should be able to develop detailed 
plans for achieving these goals and also establish control systems for maintaining 
the gains achieved through Six-Sigma. A Green Belt certification is awarded to an 
individual who has a basic knowledge of Six-Sigma, but does not lead projects on 
their own, as does a Black Belt. He/She is often responsible for the development of 
process maps to support Six-Sigma projects. As such the amount of training given 
is much less in comparison. The Yellow Belt's category is basically customized to 
suit the 80 percent general workforce that has a lower level of formal education. 
The people in this category have to undergo at least 20 hours of training, spread 
over a 3-month period. This training provides awareness of the Six-Sigma concept 
and the use of basic statistical tools to collect data for the Black Belt and Green 
Black holders. 
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A full-time team of trainers in the SFI training division manages all this training. 
This division is responsible for conducting all in-house technical and safety, 
hygiene and environment training. In the Six Sigma training perspective, intensive 
training is also given to all other staff, including the CEO who is trained to be the 
"Black-belt" practitioner. The Green belt is meant for all executives who have to 
attend a structured 40-hour training program over a 2-month period. Two other 
associates have been identified and trained to be the Black belt full-time trainers. 
The reference to Black and Green Belts is very telling. These terms are from an 
eastern sport and imply eastern hierarchies - a very traditional approach. These 
metaphors and imagery are important indicators of organizational culture, of a 
characteristic that Hofstede (1991) has categorized as indicative of a high power-
distance culture, as explained in Chapter 2 section 2.2.3. They give clues about the 
identities that organizations wish to project. 
The external consultant does this high level training. The pilot Six Sigma project 
began in 2000. The initial stage of implementation of this tool faces some 
difficulties, as the management has to gain acceptance from the workforce. 
However, with support from the middle management, involving functional 
managers, supervisors and engineers, SFI manage to get the buy-in from the 
workforce. In fact, one of the staff key performance indicators is the application of 
this Six Sigma tool. 
Another learning strategy is the emphasis on irmovation, and the application of 
technology in all its businesses. For example, the organization has set up product 
development centers in Singapore, the UK and China as part of an ambitious 
programme to produce a constant stream of new products. 
SFI relies on Information Technology to create new business opportunities. For 
example, the organization has developed the e-mart, a B2C e-business model to 
leverage the capabilities of IT with its competencies in food logistics and strong 
customer relationship. It uses an Internet-based ordering system to allow its 50-
plus catering sites to communicate via web-based file transfer with its main supply 
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center at head office. A similar system was extended to link to all its local 
suppliers for indenting, order processing and payment. This imphes that a 
structured work-based training and educational curriculum must be provided to the 
respective staff to cope with the continuous improvement culture in the 
organization. 
In summary, the organization has a very structured training curriculum for its entire 
staff, comprising of the formal and informal training. The framework of the formal 
training curriculum is known as the Total Quality Program (TQP) and it consists of 
four main initiatives, namely ihe International Organization for Standardization 
(ISO), EVA, Six Sigma and the Quality Control System (QC). Following is a brief 
account of the formal training program that is a work-based requirement. 
ISO training and re-training is conducted twice per annum. 
EVA training is aided by the e-leaming platform through the company's 
intranet system. 
Six-Sigma training is given to all staff. 
QC training comprises the Hazard Analysis Critical Control Point (HACCP) 
and On-the-Job (OJT) training 
External government's certified body trains all lift-truck drivers and refresher 
courses are conducted twice a year. 
Employees are sponsored for job-related diploma and advanced diploma 
courses. On needs basis, executives are also sponsored for higher tertiary 
education, leading to MBA level. 
Supervisors are trained on leadership courses and first-aid courses. 
As for the informal training, they are either conducted in-house or by external 
training institutes. Following are some of the training requirements for the 
different levels of staff, from operators to the managers. One illustration of the in-
house informal training is the company President's brainchild in developing a 
training need for its executives. It comprises four modules namely, Financial 
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Accounting, Management Accounting, Treasury Management and Corporate 
Financial Analysis. 
Specific training for the product managers so that they develop their 
competencies in fulfilling the market demands. In some cases, these training 
needs are conducted jointly with the local training institutions. 
2-4 weeks' on-the-job training to lower and middle management to acquire 
respective skills to perform their jobs more effectively and efficiently. 
Given opportunities, the concept of cross-training and job rotation are 
provided so as to allow flexibility in multi-tasking for the operators and 
technicians. 
At least twice a year, external consultants are engaged to provide new and 
revision courses to all marketing and product development supervisors and 
executives. These courses are customized to align with the company's 
objectives and core values and they are conducted outside the company's 
premises. It also serves as a form of incentive to motivate the associates. 
A training department staffed with six trainers manages the above training 
wherever appropriate. Al l trainings are conducted on either Friday (Half-day) or 
Saturday (Full-day) throughout the year, approximately 40 weeks at the head-
office. 
In Kessel's (2001) analysis of organizational learning, he emphasizes that the day 
to day work environment should favor learning processes. This environment 
should support the creation of knowledge productivity. This means that the 
environment should allow signaling, absorbing and processing of relevant 
information. In addition, new knowledge that is generated must be disseminated 
and applied to the improvement and innovation of processes, products and services. 
SFI has a series of in-house and on-the-job training, and the question is whether it 
promotes and supports a platform for creativity to be practised. 
In Senge's (1994:150-154) work on creative orientation in organizational learning, 
he argues that there should be an abundance of encouragement and support for 
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generating creative ideas and allow people to learn rapidly from experience, and 
continually improve their ability to take effective actions and produce results. 
Management should avoid blaming others for the poor results but instead should be 
addressing the needs to understand the circumstances that happen and what needs 
to be done to make changes for prevention. The question is whether SFI 
encourages and supports their employees to practise changes within the domains 
that they are currently posted to or whether there are still restrictions in knowledge 
transfer and the Kaizen concept is encouraged but within smaller areas. 
4.3 Case Study 2: Overview of Dragoco Asia Pacific Pte Ltd. 
Dragoco is a leading international manufacturer of perfume compositions, flavors 
and cosmetic materials. It has taken time for Dragoco to attain such a position and 
continuous creative achievement is required to maintain it. 
The researcher had interviews with the Human Resource Manager and found that 
Dragoco has the philosophy of promoting the spirit of innovation that underlies the 
thoughts and actions at all times and in all areas of endeavor. It encourages its 
perfumers and flavorists to be creative and iimovative in the fundamental 
discoveries of its research; in the practical ideas of its applications specialists; in its 
sensitivity to market opportunities; in its modem production facilities; and in the 
forward-looking orientation of its management. Through this shared spirit, all 
functions are welded together to form a harmonious whole. The organization 
believes that it is through this synergistic interaction of the entire team that it has 
achieved great successes. The researcher uses the following data to demonstrate 
Dragoco's successes in its business. 
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Table 4.1: Draeoco's Productivity Performance 
1) Sales Turnover: 
2003 Euro 0.96 billion 
2004 Euro 0.81 billion 
2005 Euro 1.56 billion 
2) ISO Awards: 
July 2002 ISO 9001 (Quality Management System) 
August 2005 ISO 14000 (Safety and Environment System) 
3) Quality complaints from customers 
Less than 0.1 % from 2002 - 2005 
Source: Annual Report (2006) 
The interview with Dragoco's Human Resource Manager indicates the company's 
success as primarily due to the organizational structure, management style and 
willingness to invest. Its philosophy has provided the means and the freedom for 
its staff in 24 countries to work creatively, constantly keeping in sight its ultimate 
goal that is to meet the needs of the market. The researcher understands that what 
the company is saying may be derived from some management formula or 
narrative (Czamiawska 1997:11-17) they have applied. Such narratives are in fact 
key elements to show the organization's culture and focus on human behavior and 
organizational behavior. 
The 24 Dragoco companies form a network that stretches across five continents 
and include international creative centers, national laboratories for development 
and applications technology, production facilities, and experienced teams in market 
research and customer services. Dragoco's expertise lies not only in the discovery 
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and development of new substances but also in producing these materials to 
exceptional standards of purity. As a manufacture of aroma chemicals, it applies 
the stringent purity requirements that pertain to its effectiveness and safety. 
Creative research forms the basis for progressive fragrance and flavor 
development, which is why Dragoco has continuously invested in the expansion 
and modernization of its central research facility in Holzminden, Germany. The 
research center is equipped with state of the art instrumentation and is linked to 
worldwide information sources that provide its research chemists with optimal 
conditions for creative science. As a result, the company's achievements enjoy 
worldwide acclaim, both in the fields of basic and of applied research. For 
example, the in-house development of new aroma and flavor chemicals has made 
significant contribution to the innovative strength of the company. The researcher 
has captured some of Dragoco's achievement as evidences to support the numerous 
positive claims by the company. These are from the interviews with Sales 
Manager and they are as follows: 
1. Today, Dragoco has moved up to the 4th place on the top ten list of global 
fragrance and flavors market and this is supported by the approx. 60% growth in 
their sales revenue from 2003 to 2005. 
2. In 2005, it launched a range of plant extracts from the traditional Ayurvedic 
medicine, Extrapont ® Ayruveda to the cosmetic market. This is the effort from 
the research department which has gained insights into the properties of plant 
extract. 
3. In 2006, the company developed an anti-aging active ingredient, IBR-dormin® 
and was awarded by BSB European Innovation price for cosmetics and chemistry 
in the field of "Innovative Raw Materials - Naturals". It is the effort of Global 
product development team led by Dr. Dick Sorgenfrey who develops this facial-
care product that provides wellness to the skin. 
4. As an evidence to demonstrate the company's strength in the state-of-the art in 
technology, the R&D has filed 350 patents since 1995. As from 2002, it has been 
averaging about 42 patents per year. 
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The organization is equally active in safeguarding the interests of the consumers 
and was among the initiators of the Research Institute for Fragrance Material 
(RIFM) in the U.S.A. Dragoco was also instrumental in the foundation of the 
international Fragrance Association (IFRA) and the International Organization for 
the Flavor Industry (lOFI). 
The vision of Dragoco is "We will be our customers' most valued partner" and 
following are the organization's missions. 
"We are a global creator and manufacturer offlavors, fragrances, 
aroma and cosmetic materials. We enhance and differentiate our customers' 
products for the benefits of the consumers by providing innovative solutions 
through the applications of technology, creativity and value-added services. " 
The language used in the above mission statement is a description of how the 
company can overcome constraints by improving processes through technology 
and creativity fi-om its staff. Garvey and Williamson (2002:109-112), suggest that 
creativity arises because of concerns of competitiveness in the global economy and 
the requirement of continuous changes under competitive pressure. Therefore, to 
achieve success for the company, the employees have to become ever more 
creative in the ways in which they perform their jobs. For example, they adopt 
some of the managerial techniques such as Kaizen (continuous improvement), 
networking, team building and mind mapping to resolve issues within their ciurent 
specific domains of which they are posted to. 
Dragoco is focused solely upon identifying the likely current and fiiture service 
requirements of its customers and ensuring that the facilities are sufficiently 
comprehensive to meet these needs in the immediate future. To enhance its ability 
to offer its international capacity and its ability to effectively provide quality 
products and services, the company develops the international exchange 
programme with its major centers in Holzminden (Germany) and Totowa (USA). 
The primary objective of this program is for development and creative staff so as to 
ensure that international co-operation continues to be built in Dragoco and ideas 
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from Europe and the USA are readily made available. These exchanges further 
enhance the experience of Western/German ideas for its staff in Asia Pacific, 
providing both new insights and shared experiences valuable to its customers. This 
is yet another illusfration of the cultural transmission processes that make 
globalization possible. 
Dragoco celebrates over 25 years' experience in Asia Pacific, with entry into the 
market being initiated by the opening of the Ausfralian office in 1971 and followed 
by the establishment of the Hong Kong factory in 1978. In 1998, the company 
recognized the latent potential in Asia Pacific for accelerated growth of cosmetics, 
toiletries and processed food and in June 1990 the Regional Headquarter was set up 
in Singapore with further extension in 1996 by a purpose-built flavor and fragrance 
factory. A series of further expansions took place in India, Shanghai and Australia 
and by early 2000, Dragoco operates its own subsidiary in major countries 
including Hong Kong, Indonesia, Japan Malaysia, Thailand and Philippines. 
Currently, locations in Australia, India, Shanghai and Singapore are equipped with 
both production and technical facilities. 
Dragoco regional headquarters in Singapore has two major divisions. A well-
developed pilot plant that enables new or existing flavorings to be evaluated in 
food matrices and which ably supports the Flavor Division's creation activities. 
The majority of the senior application staff has a minimum of ten years' industrial 
experience, thus enabling full utilization of the equipment and optimization of 
prototypes for its customers. The technical and marketing staff are divided into 
business units focusing upon only one food category, either bakery, confectionery, 
savory, beverages, tobacco or pharmaceutical. The Fragrance Division's creative, 
business unit and evaluation staff have achieved through understanding of the 
needs of its customers through extensive market research. 
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4.3.1 Dragoco Asia Pacific Organizational Culture 
Dragoco strives to be the number one flavor and fragrance manufacturer in the 
industry. To reach this goal, they started to work on many activities in the past 
three years. They obtained feedback from customers, elaborated the key points of 
their corporate strategy, laid down the core competencies of their operational 
divisions and communicated them to their customers and employees. Examples of 
their key activities to demonstrate their competencies include the continuous 
improvement in quality of their products, emphasis on the importance of on-time 
dehvery to the customers, challenging the on-going creativity in developing new 
products, and surge forward to improve their technical skills in using new 
processes and production technologies. They realize that today products are easily 
interchangeable and therefore the "quality of human relations" is the decisive factor 
for long-lasting customer relations at Dragoco. One of their key beliefs is 
"satisfied internal customers are the basis for satisfied external customers". To 
achieve the status of having satisfied internal customers, they obtained feedback on 
"working conditions", "satisfaction at work", "accessibility to information", 
"leadership", "fraining", "cooperation", "social benefits" and "Dragoco's image in 
their core competencies". The results of these feedbacks were put into practice and 
following are some of the illustrations of their practical actions and this comes 
from the interviews with Marketing and Sales Managers. 
• Continuous oriented development in the cosmetics division in the skin - hair 
plants enable the company worldwide to develop and market plant exfracts 
for the cosmetics industry. 
• Research work is oriented to find new substances to sooth skin irritations and 
to explain their mechanism of actions to the customers. 
• Organize internal training and develop a multiplayer training program for the 
staff (refer to the Learning Opportunities below). 
• Introduction of flexible working hours as suggested by the staff during a 
survey. 
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In addition to the above activities, one of the things the organization is cultivafing 
is to promote more awareness to the key Accounts of Dragoco's competence and 
iimovafive potenfial. This change allows the company to successfully carry out 
joint innovation projects with their key Accounts. One positive feedback for many 
customers is that they are happy to have a comparable well-structured system 
leading to iimovation management. 
This leads to another belief that strong brands are built on iimovations. These have 
to be radical innovations that create real consumer value and not just good 
advertising and promotion. To stay competitive, speed to market is Dragoco's 
major focus in growing sales and market share. 
4.3.2 Learning Opportunities at Dragoco Organization 
The company believes in the importance of human resources and maintains that 
planned training and educational programs for the employees are prudent 
investments. Basically, as explained in the interviews with managers, the 
respective functional managers and divisional managers identify most of the 
structured in-house training needs. Those training needs are established through 
reviewing respective job performance of individuals against their job competency 
matrix. It is a one-way management perception and individuals are not consulted 
in the training needs identification process. This can be seen to be a top-down 
approach and being seen as 'what is deemed good for the organization" by some 
individuals. This approach reflects Hofstede's view of high power. 
Following inputs are obtained from the Human Resource Manager during the 
interviews. These are some of the formal and informal training program submitted 
by the functional and divisional managers for compilation by the HR Manager: 
Dragoco's Education Centre (DEC): awareness lectures for a duration of 
one hour, on a wide range of topics like management, individual development are 
conducted twice a month. 
Dragoco's Skill Development Program (DSD): classes are held twice a 
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month for Operational Management employees to improve their skills in various 
areas like, public speaking, written communication, presentation skills, customer 
service, and assertive skills. 
Dragoco"s Management Development Program (DMD): Classes are held 
twice a month for Junior Management employees to improve their functional 
management knowledge. 
- Dragoco's Management and Leadership (DML): A workshop on leadership 
and management is held once a year for functional management employees. (DIL 
Say Vol.1 Issue 3) 
In line with the vision "Back to School", on-going training is provided on all 
aspects of perfumery with the aim to improve their raw materials knowledge and to 
have a common understanding of the perfumery vocabulary. In addition, it also 
allows the participants to achieve a better understanding of the behavior of 
international colleagues and business partners that come from different cultural 
background. Another illusfration of "Back to School" philosophy, the CEO Mr. 
Venkat attended a one-week program at London Business School on "Interpersonal 
Skills for Senior Managers". The CEO has personally conducted workshops on 
"Learning from Failures", "Time management", "Persuasion", "Conflict 
management", "Sfress management" and "Globalization, Innovation and Growth" 
to its staff. 
There was the formation of a "Board organization" within the Perfumery Division. 
The primary objective is to have regular meetings so as to increase communication 
and so knowledge about major on-going projects, major wins, Category review 
presentations, new technology, production planning, logistics issues and turnover 
performance can be shared among the specialists. 
The philosophy of Project Management was launched in 2000 with the aim of 
achieving continuous development and learning from past project experiences. 
The system does not exist for itself but is flexible and able to adjust to changed 
requirements. For each project a mentor is nominated, who is member of the 
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Steering Committee (SC), with the objective to quickly ease the solution of 
upcoming problems even though no SC meeting takes place. The chief mentor has 
been nominated to help the development of project leaders to become junior 
managers. In close cooperation with Human Resources Department a project 
leader's pool is defined and trained. Another important step is to spread the system 
to adjoining divisions in order to embrace the entire value-added chain fi-om the 
Research, Purchasing and the Information System Department. The company has 
decided to train research staff accordingly and to apply the Project Management 
System to both the flavor and fi-agrance divisions. 
The company promotes the "Company Suggestion Scheme". To increase the 
staffs willingness to make suggestions, successful participants stand to earn 30% 
of the savings amount. For example, in 2001, the highest award of S$l,280 was 
awarded to an employee of the Flavor Division. 
Other exposure given to the staff includes "Global Business Management Savory 
Workshop". The workshop's objective is to elaborate the key elements of a brand 
and apply them to the company's savory flavor business. This allows the 
participants to exchange their experiences and competencies in the individual 
cross-regional markets. Other workshops include "Cross-cultural Management", 
"Selling Skills", "Platform Concept", "Managing for Results", and "Negotiation 
Skills" conducted by Mercuri International. The objective of the program is to 
understand how to achieve even better market success by enhancing the impact in 
the way we work. 
In 2001, Dragoco initiated the Electronic Office Project (EOP) as the first step 
towards a paperless office. The implementation of EOP has proved Dragoco's 
commitment to provide those facilities to its employees that are currently enjoyed 
by other global companies. The main goals of the EOP are as below: 
Information sharing and dissemination 
Improved efficiency by removing duplication 
Collaborative efforts 
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Communication up-gradation 
Fast response 
The scope of the EOP includes company details like history. Contact Information, 
Vision, Mission and Organization Chart. The E-Bulletin consists of new policies, 
new recruitment, circulars, news, thought for the day, and HR Management details 
like recruitment, employee history, and the E-forms. The implementation of ERP 
(Enterprise Resource Planning) package is yet another step forward. This has 
helped to integrate all the functions of the company. (The Dragocan, 1/2001) 
4.4 Singapore Food Industries Limited (SFI) 
and Dragoco Asia Pacific Pte Ltd 
It is evident from information given in the interviews, that the culture of both 
companies in regard to lifelong learning in the workplace has some similarities. 
Both organizations place high emphasise on continuous learning and training 
pertaining to excellence in current tasks or jobs assigned. One of the primary 
objectives is to ensure staffs are well equipped to demonstrate their competencies. 
This in turns leads to better performance for the companies. There are two forms 
of training at each workplace, and they are either formally structured or informal in 
nature. 
Singapore Food Industry Company tends to provide training to all levels of staff, 
including the majority of the general workforce. This could be due to the nature of 
their business that requires a high level of hygiene and environmental care. Their 
fraining tends to be more structured and this is reflected by the fact that they have a 
ongoing training center managed by a handful of frainers. Perhaps this structured 
internal fraining scheme can provide a more in-depth focused approach to get the 
best out of their staff 
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Dragoco Asia Pacific Pte Ltd. certainly also has a well structured formal training at 
the workplace. However, the initial account of their training program tends to be 
focused on higher management levels and most training is conducted by external 
consultants as they do not have a structured training department. Their training is 
mainly focused on ways to get business success. 
In summary, these two companies have their ways of getting the continuous 
lifelong learning embedded in the organizations. The following chapter on results 
of the interviews and questionnaires obtained from the two organizations may 
perhaps assist in proving the hypothesis that the Eastern-Singaporean culture 
organization differs from Western-German ones. 
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Chapter 5 
PARTICIPANTS' P E R S P E C T I V E S 
QUESTION 1 
5.1 Introduction 
This chapter and the following three chapters identify salient organizational 
patterns that are indicated in the questionnaire data and which illusfrate how the 
participants perceived opportunities to learn in the case study organizations. The 
material examined provides insights into whether the differences observed in the 
responses from the two case study organizations reflect more fundamental cultural 
differences in attitudes towards lifelong learning. In order to do this, the 
quantitative data is used to highlight the participants' views. As for the qualitative 
data, it gives the researcher a deeper insight because they do not constrain 
respondents to the pre-conceived formulations of the researcher i.e. the questions in 
the questionnaire. The qualitative data have the advantage over quantitative data 
that they reveal the way the respondents think about the issues in their own words. 
It is then usually argued that qualitative data can be used to complement 
quantitative data which of course have the advantage that, since they are based on a 
sample, it is possible to generalize from them. As for the quantitative data, the 
Chi-square statistical test is computed to compare the participants' views and 
establish whether there is any statistically significant difference between the group 
from Dragoco and SFI in their views on training and culture. 
As described in the previous chapters, there are four main research questions for 
this study to understand whether there are significant differences in the corporate 
curricula of Singaporean organizations with different cultural orientations. Kessels 
(2000:502) pointed out that all organizations have a corporate curriculum, whether 
they realize it or not. His thesis is that i f companies are explicit about the way 
employees actually work and learn, then they can improve both. Those 
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organizations which are uncritical of or maybe even unaware of how they either 
help or hinder people fi-om learning are not likely to do well. Those that have an 
explicit approach to becoming learning organizations have a much greater chance 
of success. Therefore, the research questions are to find out: (a) how participants 
perceive different aspects of the corporate curriculum and (b) whether there are 
differences between participants in the two companies. Results to address the 
following research questions are tabulated to show the findings for SFI and 
Dragoco. 
The research questions are repeated here for convenience and are as below: 
1. Do 'Eastern' and 'Western' companies take different approaches in 
providing subject matter expertise to their staff basing on their company cultural 
values? 
2. Do 'Eastern' and 'Western' companies take different approaches to training 
staff on problem solving techniques to enhance their knowledge in resolving 
problems continuously in order to support their company values? And if so: are the 
values which staff are trained to support 'Eastern' and 'Western' respectively? 
3. Are 'Eastern' and 'Western' companies' staff helped differently and in ways 
which reflect 'Eastern ' and 'Western ' approaches to develop reflective skills and 
meta-cognitive skills that enable them in approaching problems? 
4. Is the climate of personal and social relationships within the 'Eastern' and 
'Western ' organizations supportive of new learning and is it attributed to 'Eastern' 
and 'Western ' cultural values or to company cultural values? 
Following are findings for research question 1 and its sub-questions, gathered 
through the quantitative methods. 
5.2 Research Question 1: Do 'Eastern' and 'Western' companies take different 
approaches in providing subject matter expertise to their staff basing on their 
company cultural values? 
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Table 5.1 SFI and Dragoco Participants' Perception on Learning Organization 
Question 
Nunnber 
Item Yes No Missing Chi 
Sq 
d 
f 
P 
11.1 
Does your 
company 
provide formal 
training 
pertaining to 
your job? 
Case 1: 
SFI 
112/90% 10/8% 3/2% 
54.3 1 .000 
Case 2: 
Dragoco 
56/47% 60/51% 2/2% 
11.2 
Does your 
company 
provide 
informal 
training 
pertaining to 
your job? 
Case 1: 
SFI 
101/81% 23/18% 1/1% 
11.2 1 .000 
Case 2: 
Dragoco 
72/61% 44/37% 2/2% 
11.3 
Does training 
provided by 
your Company 
enhance your 
skills? 
Case 1: 
SFI 
115/92% 9/7% 1/1% 
21.0 1 .000 
Case 2: 
Dragoco 
81/69% 35/30% 2/2% 
11.4 
Does training 
help to develop 
your area of 
knowledge? 
Case 1: 
SFI 
120/96% 4/3% 1/1% 
28.9 1 .000 
Case 2: 
Dragoco 
84/71% 33/28% 1/1% 
11.5 
Is training seen 
as a form of 
career 
development in 
your 
organization? 
Case 1: 
SFI 
112/90% 11/9% 2/2% 
38.7 1 .000 
Case 2: 
Dragoco 
64/54% 51/43% 3/3% 
11.6 
Is there special 
plan for learning 
in your 
organization? 
Case 1: 
SFI 
86/69% 35/30% 1/1% 
41.2 1 .000 
Case 2: 
Dragoco 
32/27% 83/70% 3/3% 
In general, the findings show that both SFI (Eastem-Singaporean) and Dragoco 
(Western-German) participants perceived that their organizations promote learning 
at their work place. This is in line with Kessels' study which shows that all 
organizations have a corporate curriculum. However, there are specific differences 
between the companies and the Dragoco responders, although for most questions, 
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agreeing that there is support do so only with substantial minorities. Furthermore 
in the crucial question 11.6 about whether there is an overall plan the responses are 
almost the exact mirror image in the two companies: in SFI 69% say 'yes' and in 
Dragoco 70% say 'no'. 
It is true that the majorities in both companies say yes but in Dragoco there are 
substantial minorities who say no. In fact, in most questions, there is more than a 
third that says no. The Chi-square test results of above questions show there is a 
statistically significant difference between the answers to questions about training 
in two companies. This is true because there are substantial minorities that say no. 
I f the strength of response for both were 'very strong', then there would be no 
statistical significant difference. The overall Chi-square test resuhs with one degree 
of freedom range from 11.2 to 54.3 and p < 0.05. Looking at the list of questions 
as a whole, the findings show that both SFI (Eastern-Singaporean) and Dragoco 
(Western-German) participants perceived that their organizations promote learning 
at their work place but with significant differences between the two companies' 
employees in their perceptions of training. This difference may be caused by the 
fact that one company is Eastern-Singaporean and the other is Western-German, 
and this wi l l be discussed in more detail below. 
The researcher now analyses the qualitative data to understand the ways in which 
the respondents of the two companies agree and disagree, in particular the case of 
Dragoco's interviews for any clues about why there is a substantial minority and 
how they are formulating their reservations. Following are some of the findings. 
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A) We first consider participants that say 'Yes" to the research sub-questions to 
see what their reasoning might be. 
Feedback from SFI's Participant 1, he says: 
We are in a very dynamic environment where changes in technologies and business 
needs are happening very fast*. Therefore, we need continuous improvement and 
apply new knowledge to handle our Jobs effectively through formal and informal 
training. The formal and informal training provided by the company helps me in 
performing my job. (Male / 21- 30 years / Business Degree / Process Engineer) -
(Quote 1) 
[* NB emphasized words and phrases are selected by the researcher to indicate the 
key words and phrases in this quotation and in all subsequent ones] 
Feedback from Dragoco's Participant 4, he says: 
Formal and informal training is very important. They improve our quality of work 
and it also shows that my company is genuinely interested in developing personal 
growth in the company. (Male / 21 - 30 years / Diploma /Technician) - (Quote 2) 
Feedback from SFI's Participant 4, she says: 
My company gives good support in developing plan for our formal and informal 
learning. In my view, learning is a process that never ends till we die. (Female / 
21-30 years / Diploma in Chemical Technology / Technician) - (Quote 3) 
Feedback from Dragoco's Participant 8, she says: 
Formal and informal training is important as it is focused on work-related skills 
both for short-term and long-term development of the employees by the company. 
(Female / 21 - 30 years / Secondary Education / Process Technician) - (Quote 4) 
Feedback from SFI's Participant 6, she says: 
My company provides on-the-job training as a form of informal training to ensure 
we are up to-date to meet expectation. (Female / 21-30 years / Engineering Degree 
/ Quality Manager) - (Quote 5) 
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What is interesting here is that there is an acute sense of the speed and constancy of 
change among the three from SFI: (quotes 1,3,5 as 'happening very fast', 'never 
ends' 'ensure we are up to date'. AH three then see training as a response to this 
and that the company is aware of this speed and change: ''my company provides', 
'training provided ...helps in performing my job', 'company gives good support in 
developing'). 
Similarly the two from Dragoco emphasize positively that: formal and informal 
training 'improve our quality of work', (quote 4 as 'focused on work-related skills') 
and that their company is sincere in supporting them as demonstrated by quote 2 as 
'genuinely interested in developing personal growth' and 'development of the 
employees'. 
The researcher thinks the above feedbacks further demonstrate that both Eastern-
Singaporean and Western-German companies are proactive in trying to enhance the 
employee's skills by developing special plan for learning and thus allowing 
continuous improvement and application of new knowledge acquired through 
formal and informal training. The researcher tends to draw the conclusion that the 
eastern and western companies in the Singapore context have vested interest in 
developing employees' skills through training and thus achieving continuous 
improvement in their organization. 
B) The researcher now looks at the responses from participants that say 'No" to 
the research sub-questions and see what might be their reasons from diverging 
from the majority. 
Feedback from Dragoco's Participant 2, he says: 
My company provides formal training to staff based on case by case situation. 
Most of the staff at all levels expect company sponsoring them on formal training, 
but it was perceived only senior staff are recommended for this form of training. 
(Male / 41-50 years / Production Manager) - (Quote 6) 
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Feedback from Dragoco's Participant 5, she says: 
/ am not sure how supportive my management is encouraging lifelong learning. 
There are no clear policies /program to show. (Female / 21 - 30 years / Diploma / 
Laboratory Technician) - (Quote 7) 
Feedback from SFI's Participant 8, he says: 
My company encourages learning at work place in a sporadic way. I believe it 
could be done in a more structured and formal manner. (Male / 31 - 40 years / 
Business Degree / Business Development Manager) - (Quote 8) 
Feedback from Dragoco's Participant 6, she says: 
Informal training in the form of on-the-job training are provided to production-
related tasks and thus restricted to production personnel only. (Female / 41 - 50 
years / Secondary Education / Human Resource Adminisfrator) - (Quote 9) 
Feedback from SFI's Participant 2, she says: 
In fact, my company has not promoted enough life-long learning in my section. 
This should be done as frequent as possible. (Female / 41 - 50 years / Primary 
Education / Chief Chef) - (Quote 10) 
Feedback from Dragoco's Participant 7, she says: 
Although our company has acknowledged the importance of lifelong learning in 
promoting a learning organization, no proactive exercise has been carried out so 
far. So, how can our company being supportive? Recognize the fact but no action! 
(Female / 21-30 years / Diploma / Process Technician) - (Quote 11) 
Feedback from Dragoco's Participant 10, she says: 
Lifelong learning through formal and informal training is recognized to be 
important and company acknowledges it. But, for action either none or little. 
(Female / 21-30 years / Diploma / Production Supervisor) ~ (Quote 12) 
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These negative responses can be roughly divided into those where the emphasis is 
on lack of policy and planning ('no clear policies'' (quote 7), '/or action, none or 
little^ (quote 12), 'sporadic way (quote 8) and those where the perception is that 
training is limited {'restricted to production personnel' (quote 9), 'o« a case by 
case basis'" (quote 6), 'only senior staff (quote 6), 'not promoted enough ' (quote 
10) 
From the above feedback, the researcher concluded that (i) the work-based learning 
in Dragoco (Western-German) company is very restrictive in nature and is largely 
controlled by the management (quote 9), that (ii) the employees' perception that 
not all individuals are given equal opportunity for receiving both formal and 
informal training needs. They tend to perceive that management has the prerogative 
in deciding who is deemed needing or fit for the training (quote 6), and that (iii) 
they recognize that their Company has acknowledged the importance of lifelong 
learning at the workplace, but their management does not take any proactive action 
to demonstrate the seriousness of its commitment to this concept (quotes 11,12). 
Both the quantitative and qualitative data suggest that many workers in Dragoco 
(Western-German) company as represented in the survey are less convinced that 
their company is serious in cultivating a learning organization (quote 7). 
However, there are also some minority responses fi-om SFI (Eastem-Singaporean) 
company that the training provided by the company could be more structured 
(quote 8) as 'sporadic way' and could be more intense (quote 10) as 'not promoted 
enough' From above analysis of the responses' feedbacks, the researcher can now 
conclude that there is a more substantial minority from Dragoco that perceived 
negatively their company's support in training. The strong feedbacks indicated 
absence of clear policies, minimum actions fi-om management, and training 
restricted to selective individuals and to senior staff. 
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Table 5.2 SFI and Dragoco Participants' Perception on Training Vs Knowledge Productivity 
Question 
Number 
Item T2B B2B Chi Sq df P 
11.7 
In the training 1 
have 
experienced, 
they are 
directly related 
to the scope of 
the target 
competencies. 
Case 1: 
SFI 
125/100% 0/0% 
1.336 1 0.248 
Case 2: 
Dragoco 
93/79% 1/1% 
11.8 
Main objective 
of training is to 
improve my 
knowledge for 
application. 
Case 1: 
SFI 
123/98% 0/0% 
1.123 1 0.289 
Case 2: 
Dragoco 
109/92% 1/1% 
11.9 
A highly 
specialized 
work force 
does not make 
a learning 
organization 
that becomes 
knowledge 
productive. 
Case 1: 
SFI 
65/52% 12/10% 
9.945 1 0.002 
Case 2: 
Dragoco 
41/35% 26/22% 
(As explained in Chapter 3 section 3.3.1.1, the data of respondents who ticked 
'uncertain' were not used in the above analysis, or in similar tables later, as the 
numbers were very low and it was important to focus on informants who had a 
definite view.) 
Table 5.2 shows SFI and Dragoco participants' perception of training structures to 
enhance knowledge productivity opportunities. The above table shows respondents 
that say (i) 'strongly agree' and 'agree' to the sub-questions and this is represented 
by column T2B and those who (ii) 'disagree' and 'strongly disagree' represented 
by column B2B. From the above quantitative feedback, it appears that there is 
strong agreement with the first two points and less agreement for the third point. 
The researcher now examines the Chi-square test results and following are the 
analysis. 
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a. that in both companies a very substantial majority of people (SFI 100% Vs 
Dragoco 79% represented in the T2B) think that the training are directly related to 
the scope of the target competencies (Question 11.7). The Chi-square test shows no 
statistically significant relationship between the variables as chi-square with 1 
degree of freedom = 1.336 and p value > 0.05 
b. that in both companies again very substantial majorities of people (SFI 98%) 
Vs Dragoco 92%) think that the main objective of training is to improve the 
participant's knowledge for application (Question 11.8). Findings show there is no 
statistically significant relationship between the variables as the Chi-square with 1 
degree of freedom =1.123 and p value > 0.05. 
c. that in both companies people (SFI 52% Vs Dragoco 35%) think that a 
highly specialized work force does not make a learning organization to become 
knowledge productive (Question 11.9). However, the strength of support for this 
view is larger in SFI than in Dragoco and findings show there is a statistically 
significant difference in these views about the relationship between training and 
knowledge productive in an organization as the Chi-square with 1 degree of 
freedom is 9.9 with p-value <.05. 
The above data show that there is a difference. However, the data do not tell what 
the cause is and the researcher is now looking at the qualitative data for support for 
the research hypothesis that the difference is caused by culture. 
A) Qualitative feedback that the training is directly related to the scope of the 
target competencies. 
Feedback from SFI's participant 1, he says: 
Training is important as they are directly related to improve on the quality of my 
work. This also shows that the company is genuinely interested in developing my 
skill competency. (Male / 21- 30 years / Business Degree / Process Engineer) -
(Quote 13) 
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Feedback from Dragoco's participant 2, he says: 
In this new era, technology is changing fast. Everyone should be upgrading as and 
when required to improve on our job competencies. The company has encouraged 
especially those loyal employees who have served the company for many years. 
(Male / 41-50 years / Diploma / Production Manager) - (Quote 14) 
From the above feedback, the researcher perceives that both companies have a 
culture of providing and encouraging learning to ensure their employees have 
relevant knowledge to enhance their skill competencies. The respondent from SFI 
mentions that (quote 13) as ''the company is genuinely interested in developing his 
skill competency'. As to the Dragoco's respondent, he also shares this view (quote 
14) as 'the company has encouraged' learning for improving job competencies. 
B) Qualitative feedback that the main objective of training is to improve the 
participant's knowledge for application. 
Feedback from SFI's participant 3, he says: 
My superior supports and encourages training as the knowledge helps me to 
perform better quality work. (Male / 31 -40 years / Diploma / Technician) - (Quote 
15) 
Feedback from Dragoco's participant 6, she says: 
It is compulsory that all employees need to have basic training in order to perform 
well in their jobs. (Female / 21-30 years / Diploma / Production Technician) -
(Quote 16) 
The above feedbacks allow the researcher to perceive that both companies 
implicitly have a practice that training is provided for employees to enhance their 
knowledge and thus assist them in performing their jobs better. Both respondents 
perceive that their companies either (quotes 15,16) ''supports or encourages 
training' or make training 'compulsory\ In this way, they perceive that the 
knowledge and the basic training 'helps them to perform better' or 'to perform 
we//'(Quote 16). 
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C) Qualitative feedback that training in itself does not make a learning 
organization. 
Feedback from SFI's participant 5, he says: 
Whether formal or informal, training is meant to make us more knowledgeable in 
performing our jobs. Employees after training must be expected to put them to 
good use on the jobs, otherwise there will be no learning among colleagues. (Male 
/ 21-30 years / Degree / Facility Manager) - (Quote 17) 
Feedback from SFI's Participant 3, he say: 
Even though my company sees the important of training and has encouraged me to 
learn, I think lack of time is the most important criteria that prevents me from 
applying what I learn. There is not enough time during working hours fox me to 
put into practice what I have learnt. Therefore, it is difficult to become a learning 
organization. (Male / 31-40 years / Diploma / Technician) - (Quote 18) 
Feedback from Dragoco's participant 9, he says: 
// is very good indeed to practice what we have learnt during the informal training 
at our working environment but my superior has not promoted situation for me to 
apply my knowledge and learn more. (Male / 31-40 years / Secondary Education / 
Supervisor) - (Quote 19) 
The researcher concludes that both the Eastern-Singaporean and Western-German 
companies have objectives of cultivating their companies into learning 
organizafions (quotes 13,14,15,16). However, they face some degree of difficulties 
as the feedback show that the intensive training provided may not result in this 
achievement because there is insufficient time and opportunity to put things into 
practice and apply what has been taught in training (quotes 17,18,19). 
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5.3 Summary 
The initial findings based on the first research question on 'subject matter 
expertise' show that both companies have shown positive patterns of activity 
towards establishing some form of corporate curriculum, similar to the review done 
by Kessels (2001:497-506). The data ft-om Tables 5.1 and 5.2 show statistically 
significant differences in percepfions of training and culture in the two case-study 
organizations, but they have been perceived to be posifively involved in structuring 
formal and informal training for the workforce. The researcher now compares the 
atfitudes towards training in the two companies with comparisons in values and 
degree of significant differences between the east and west. The objecUve of this 
comparison is to establish the possibility that the differences in attitudes to training 
are caused by differences in cultures. Summarized below are the main differences 
and the researcher's view about what could result in those differences. 
formal training (Question 11.1: SFI 90% say 'Yes' Vs Dragoco of 47%) 
informal training (Question 11.2: SFI 81% say 'Yes' Vs Dragoco of 
61%) 
The respondents fi-om the Eastem-Singaporean company perceived very strongly 
(81-90%) that their company supports both the formal and informal training. Only 
47-61% of the Western-German company's respondents perceived with similar 
strong feeling. The researcher perceives that both companies demonstrate the 
importance of supporting training. However, the Eastem-Singaporean company 
emphasizes stronger view and this could be due to a situation where the 
organizational and national cultures are more aligned than the Westem-German 
organization (quotel,3,5). As explained in Chapter Two, even in a situation where 
the organizational and national cultures are aligned, the extent to which the 
individual is influenced by the workplace values depends on the individual's 
service in the organization as well as the strength/weakness or positive/negative 
dimensions of the organizational culture which has impact on the lifelong leaming 
in the organization. 
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On the other hand, the Western-German top management is also involved in the 
importance of providing training and they could be guided by the organization's 
policy (quotes 2,4). 
The above conclusions are in line with Hofstede's (1991:23-48) view that there are 
significant differences between countries' culture on the power distance index 
(PDI) at the workplace. In the case of Singapore and other Asia culture, it shows a 
high power distance. This implies that the value systems of the east-organizations 
have a big power gap between the leaders and those that they lead. In Western 
country organizations, there will be more empowerment and autonomy given to the 
staff to decide on their learning development. (As explained in Chapter Two) 
Hofstede's work (1991, 26) shows Singapore has a PDI of 74 versus Germany of 
35. This could help to explain the findings of higher percentage of respondents 
from SFI indicating a strong training structure in their organization as opposed to 
Dragoco which shows an inclination to a more negative view. Key words used by 
SFI's respondents such as 'happening very fast' and 'company helps me in 
performing' and words by Dragoco such as 'no clear policies' and 'sporadic way' 
are some reflection of the power distance in the two case-study companies. The 
researcher thinks that Hofstede's explanation about the east and west in terms of 
power distance may help to explain the two-case study companies. In this way, the 
researcher would begin to confirm the hypothesis that the differences between the 
two companies can be explained by 'east' and 'west'. 
Next we turn to the question of skills: 
• that training provided by their companies enhance their skills (Question 
11.3: SFI 92% say 'Yes' Vs Dragoco of 69% ), 
• that training help to develop their area of knowledge (Question 11.4: SFI 
96% say 'Yes' Vs Dragoco of 71%), 
• that training has been seen as a form of career development (Question 11.5; 
SFI 90% say 'Yes' Vs Dragoco of 54%), 
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The Eastern-Singaporean company's respondents perceived very strongly (90-
96%) that training can provide skills development and also can help them in 
developing the knowledge, thus leading to a form of career development. 
However, about half or at the most two-thirds of the Western-German company's 
respondents perceived things in the same way. This lower perception is very much 
in line with their perception that their management's attitudes in involving them in 
training is not that positive. The researcher sees this trend to be linked to the east-
west culture as explained above. Evidences from the Eastern-Singaporean 
respondents such as (quotes 17,18) "not enough time", "to put into practice" and 
"expected to put them to good use" reflect a higher power distance in this 
organization. Expressions from the Western-German respondents such as (quotes 
11,12,14,19,) "no proactive exercise", "for action either None or little" and 
"encouraged especially those loyal employees " are indication of presence of west-
organization culture reflecting a lower power-distance environment. The 
researcher explains these perceptions to be closely related to Hofstede's work on 
east-west culture in the workplace. 
• that there is special plan for learning in their organizations (Question 11.6; SFI 
69% say 'yes' and in Dragoco 70% say 'no'). 
As to this critical question of company providing special plan for learning, the 
respondents from Dragoco view that their company has (quote 9,11,19) "no 
proactive exercise", "restricted''' and "has not promoted situation for me to apply" 
when asked to share their view of their company having "special plan for learning 
in their organization". The researcher argues that these higher negative 
perceptions are in line with Hofstede's concept of power distance in the 'Eastem'-
'Westem' culture at the workplace. He explains that both companies are involved 
in supporting the fraining, with the east showing more positive attitude in driving 
the learning initiatives than the west. He fiirther concludes this to be related to the 
east-west culture in the workplace. 
I f we now compare this with what was said by managers in the description of the 
policies of the two companies, we find some connections. The Dragoco 
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management talks explicitly about allowing space for creativity in their narrative 
whereas the SFI management talk in terms of reducing variation and keeping 
control. This may also be determined by the nature of their product but it is 
certainly explicit that there are differences. 
115 
Chapter 6 
PARTICIPANTS' P E R S P E C T I V E S 
QUESTION 2 
6.1 Introduction 
The researcher continues to identify salient organizational pattems that are 
indicated in the questionnaire data and which illustrate how the participants from 
the two case study organizations perceived opportunities to leam problem solving 
techniques to enhance their knowledge in resolving problems continuously in order 
to support their companies' values. This chapter and the following two chapters 
again examine materials that provide insights into whether the differences observed 
in the responses from the two case study organizations reflect more fimdamental 
cultural differences in attitudes towards lifelong leaming. 
The researcher continues to use the quanfitative data to highlight the participants' 
views and the qualitative data to provide him with a deeper insight of the 
respondents' feeling and thoughts about the issues of their companies supporting 
them with opportunities for leaming the appropriate problem solving techniques. 
The primary objective of this approach is to complement those quantitative data 
collected from the questionnaire. The researcher continues to apply the Chi-square 
statistical test on those quantitative data to compare the participants' views and 
establish whether there is any statistically significant difference in their views on 
training and culture. 
In Chapter 5, the researcher has analyzed the quantitative and qualitative data of 
Research Question 1 on "Do Eastern and Western companies take different 
approaches in providing subject matter expertise to their staff basing on their 
company cultural values?" 
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In this Chapter, the researcher moves on to analyze those quantitative and 
qualitative data on Research Question 2 on "Do Eastern and Western companies 
take different approaches to training staff on problem solving techniques to 
enhance their knowledge in resolving problems continuously in order to support 
their company values? And if so: are the values which staff are trained to support 
Eastern and Western respectively? " 
6.2 Findings of Research Question 2 
Following are findings of research question 2 and its sub-questions, gathered 
through the quantitative methods. 
Table 6.1 SFI and Dragoco Participants' Perception on Problem Solving Techniques 
Question 
Number 
Item Yes No Missing ChiSq df P 
12.1 
Does your 
company 
provide formal 
training in 
problem 
solving? 
Case 1: 
SFI 
75/60% 49/39% 1/1% 
44.26 1 0.000 
Case 2: 
Dragoco 
21/18% 94/80% 3/3% 
12.2 
Where do you 
see your 
strength in 
problem 
solving? 
Case 1: 
SFI 
Not Applicable 
Case 2: 
Dragoco 
Not Applicable 
12.3 
Does your 
supervisor/man 
ager provide 
opportunities 
for you to 
participate in 
group-base 
problem 
solving? 
Case 1: 
SFI 
83/66% 42/34% 0/0% 
3.4 1 0.065 
Case 2: 
Dragoco 
63/53% 52/44% 3/3% 
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12.4 
Does your 
supervisor/man 
ager promote 
team-approach 
in problem 
solving? 
Case 1: 
SFI 
83/66% 41/33% 1/1% 
13.30 
2 
1 0.000 
Case 2: 
Dragoco 
50/42% 65/55% 3/3% 
12.5 
Does your 
supervisor/man 
ager provide 
good facilities 
for the group in 
problem 
solving? 
Case 1: 
SFI 
87/70% 36/29% 2/2% 
2.575 1 0.109 
Case 2: 
Dragoco 
70/59% 45/38% 3/3% 
12.6 
Do you 
personally 
benefit in 
group-base 
problem solving 
technique? 
Case 1: 
SFI 
90/72% 34/27% 1/1% 
3.698 1 0.054 
Case 2: 
Dragoco 
70/59% 45/38% 3/3% 
12.7 
Do you find it 
helpful in your 
job? 
Case 1: 
SFI 
88/70% 35/28% 0.588 
0.588 1 0.443 
Case 2: 
Dragoco 
77/65% 38/32% 3/3% 
12.8 
Do you agree 
that this form of 
making tacit 
knowledge 
explicit 
important to 
improving your 
job 
competencies? 
Case 1: 
SFI 
90/72% 35/28% 0/0% 
0.893 1 0.345 
Case 2: 
Dragoco 
77/65% 39/33% 2/2% 
12.9 
Can this explicit 
knowledge help 
you in solving 
new technical 
problems? 
Case 1: 
SFI 
71/57% 52/42% 2/2% 
53.11 
6 
1 0.000 
Case 2: 
Dragoco 
14/12% 100/85% 4/3% 
12.10 
Is there a 
structured 
training 
program to 
enhance your 
trouble-
shooting skills? 
Case 1: 
SFI 
87/70% 35/28% 3/2% 
0.925 1 0.336 
Case 2: 
Dragoco 
76/64% 40/34% 2/2% 
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The above findings show that both SFI (Eastern-Singaporean) and Dragoco 
(Western-German) participants perceived that their organizations provide training 
to their staff on problem solving techniques to enhance their knowledge in 
resolving problems continuously in order to support their company values. This 
again is in line with Kessels' study which shows that all organizations have a 
corporate curriculum. However, there are specific differences in the ways between 
the companies and the Dragoco responders, although agreeing for most questions 
that there is support, do so with slightly larger minorities. 
Feedback of following questions in the two companies reflects the differing 
strength of views, and the difference is significant. 
i . formal training in problem solving (Question 12.1: SFI 60% say 'Yes' Vs 
Dragoco 80% say 'No') 
i i . supervisor/manager promoting team-based approach in problem solving 
(Question 12.4: SFI 66% say 'Yes' Vs Dragoco 55% say 'No'). 
i i i . whether the explicit knowledge can help the respondents in solving new 
technical problems (Question 12.9: SFI 57% say 'Yes' Vs Dragoco 85% say 
'No') 
From the above data, SFI participants responded very strongly in (i) that formal 
training in problem solving is in place, (ii) that supervisor/manager promoting 
team-based approach in problem solving, and (iii) that the expUcit knowledge can 
help the respondents in solving new technical problems. The Chi-square test 
results of above three questions show there is a statistically significant difference 
between the answers to above questions in between the Eastern-Singaporean and 
Western-German case study companies. This is true because there is high degree 
of participants in Dragoco that say 'no' to the questions. I f the strength of response 
fi-om Dragoco was 'very strong', then there would be no statistically significant 
difference in these three areas, in particular pertaining to the critical question on 
having formal training in problem solving. 
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The researcher then further analyzes the feedback from remaining questions as 
shown in Table 6.1. From the data, SFI participants responded very strongly, 
whereas in the case of Dragoco participants, they responded less positively that 
their companies provided the initiatives as below: 
i . supervisor/manager provide opportunities for them to participate in 
group-base problem solving (Question 12.3: SFI 66% say 'Yes' Vs Dragoco 
of 53%), 
i i . supervisor/manager provide good facilities for the group in problem solving 
Question 12.5: SFI 70% say 'Yes' Vs Dragoco of 59%), 
i i i . personally benefiting in group-based problem solving technique (Question 
12.6: SFI 72% say 'Yes' Vs Dragoco of 59% ), 
iv. that training is helpful in job (Question 12.7: SFI 70% say 'Yes' Vs 
Dragoco of 65%), 
V . that this form of making tacit knowledge explicit important to improving job 
competencies (Question 12.8: SFI 72% say 'Yes' Vs Dragoco of 65%), 
vi . that there is a structured training program to enhance trouble-shooting skills 
Question 12.10: SFI 70% say 'Yes' Vs Dragoco of 64%). 
It is true that the majorities in both companies say "Yes" but in Dragoco there are 
slightly larger minorities who say "No". However, the Chi-square test results of 
above questions show there is no statistically significant difference between the 
answers to questions about training-related activities in both the Eastern-
Singaporean and Western-German case study companies. This is true because 
there are smaller minorities that say "No". I f the strength of response were 'very 
strong', then there would be statistically significant difference. The overall Chi-
square test results with one degree of freedom range from 0.588 to 3.698 and p > 
0.05. 
In general, the findings show that both SFI (Eastern-Singaporean) and Dragoco 
(Western-German) participants perceived that their organizations promote 
problem-solving learning at their work place but with significant differences in 
some areas and no significant differences in many other areas. The differences 
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which exist may be caused by the fact that one company is Eastern-Singaporean 
and the other is Western-German, and this will be discussed in more detail below. 
This is in line with Kessels' study which shows that all organizations have a 
corporate curriculum in place but differ to some extent and this could be largely 
due to differences in companies' business objectives and corporate culture. 
The researcher then analyses the qualitative data to look for any clues about why 
there is a substantial minority from Dragoco that say "Yes" to the above three key 
questions (Questions 12.1, 12.4 and 12.9) and lesser differences in the remaining 
questions and how they are formulating their reservations. Following are some of 
the findings. 
A) Participants that say 'Yes" to the research sub-questions (12.1, 12.4 and 12.9 
where there are significant differences) 
Feedback from SFI's Participant 3, he says: 
In addition to numerous on-the-job training, my company believes that some form 
of formal training on problem-solving-related skills must be embarked to enhance 
our problem-solving skills while carrying out our daily tasks. My company has 
structured formal training such as "Negotiation skills", "Communication skills", 
and "Customer relationship management" to assist our training needs. (Male / 
21-30 years / Business Degree / Customer Service Manager) - (Quote 1) 
[* NB emphasized words and phrases are selected by the researcher to indicate the 
key words and phrases in this quotation and in all subsequent ones] 
Feedback from Dragoco's Participant 4, he says: 
In our fragrance department, we have different educational levels. It ranges from 
the Laboratory Technicians, Evaluators, and Chemists and Perfumers. Most of 
them are either Diploma holders or Degree holders. However, all of us are given 
formal training in problem-solving to improve on our "Creativity and Innovation 
skills", "Communication Skills" and "Interpersonal Skills in problem-solving". 
(Male/ 21 - 30 years/Diploma / Technician) - (Quote 2) 
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Both of these - representing the two companies - stress the importance of 'formal 
training'. Whereas the next two focus on the support and encouragement they get: 
Feedback from SFI's Participant 3, he says: 
Definitely my immediate supervisor, in this case my manager, supports and 
promotes team-approached problem solving as it is critical to the job that we are 
dealing with. (Male / 21- 30 years / Business Degree / Customer Service Manager) 
- (Quote 3) 
Feedback from Dragoco's Participant 4, he says: 
My supervisor very frequently supports and encourages us to have team-based 
approach in solving problems as we have targets to meet. For example, we hold 
weekly meetings for all levels of staff in the laboratory. (Male / 21 - 30 years / 
Diploma / Technician) - (Quote 4) 
Some stress the fransfer of skills to new areas: 
Feedback from SFI's Participant 6, she says: 
The explicit knowledge we received from this formal problem-solving approach 
benefits us in the thought process of solving problem in other areas. (Female / 
21-30 years / Engineering Degree / Quality Manager) - (Quote 5) 
Feedback from Dragoco's Participant 8, she says: 
The formal problem-solving technique provides an overview concept and it gives a 
very good practical environment for us to practise in new problem area that we 
usually come across. (Female / 21 - 30 years / Secondary Education / Process 
Technician) - (Quote 6) 
We can see therefore that both groups use similar terms such as 'formal training', 
'support', 'encourage'. There are however no indications here as to why there is 
significant difference in the answers to the questions listed. 
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B) Participants that say 'No' to the research sub-questions (12.1, 12.4 and 12.9 
where there is significant difference) 
Feedback fi-om SFI's Participant 2, she says: 
/ am not sure whether my company provides formal training in problem solving as 
there is no clear program that shows the direction. (Female / 41 - 50 years / 
Primary Education / Chief Chef) - (Quote 7) 
Feedback from Dragoco's Participant 2, he says: 
Although my company has acknowledged the importance of problem-solving 
training, there is no proactive action to demonstrate this initiative. Hence, I 
perceive there is no provision of formal training in problem solving. (Male / 41-50 
years / Production Manager) - (Quote 8) 
Thus in both companies there are people who are simply not informed about 
training, whereas in the next quote it seems that the employee is informed but 
believes that there is a fiher process by the supervisor: 
Feedback from SFI's Participant 2, she says: 
My supervisor is selective in choosing us for the team-based approach in problem-
solving training. His choice is dependent on our qualification. (Female / 41 -
50 years / Primary Education / Chief Chef) - (Quote 9) 
And in another case the supervisor seems to be unhelpfiil: 
Feedback from Dragoco's Participant 6, she says: 
/ am not sure. This team-based approach problem-solving training has been 
mentioned years ago but there is no implementation. I am not aware of my 
superior's support to this training. (Female / 41 - 50 years / Secondary Education 
/ Human Resource Administrator) - (Quote 10) 
Another perspective is where the informant has doubts about the effectiveness of 
training: 
123 
Feedback from SFI's Participant 8, he says: 
We strongly encourage and support on-the-job training on problem-solving 
technique among our customer service administrators and executives. I am not 
sure how this explicit knowledge can help in solving new technical problems 
outside my area of responsibilities. (Male / 31 - 40 years / Business Degree / 
Business Development Manager) - (Quote 11) 
And a fiirther development of this is a responder having doubts about 
transferability - the opposite of what we saw with those who answered yes to the 
question above: 
Feedback from Dragoco's Participant 7, she says: 
Team-based approach in problem solving is very beneficial for me in dealing with 
my current job. On the other hand, after receiving this training, I am not sure how 
I can apply it to other areas. (Female / 21-30 years / Diploma / Process 
Technician) - (Quote 12) 
Again it is striking that there is a common set of terms here: 'not sure' frequently 
appears, but it appears in both groups and it is not clear why there is statistical 
difference between the groups. What we do find however is that in both companies 
employees can have opposite viewpoints and explain then with contradictory 
statements e.g. some believe fraining is transferable and other say the opposite or 
have doubts about transferability and the use of training. 
C) Participants that say 'Yes" to the remaining research sub-questions where there 
are no statistical differences (Table 6.1) The first group of quotations talk about 
need and necessity of training as fundamental: 
Feedback from SFI's Participant 4, she says: 
In My opinion, the group-based problem solving technique is beneficial not only 
for myself but also for the employer. This is the basic needs to support our day to 
day handling of our tasks. (Female / 21 - 30 years / Diploma in Chemical 
Technology / Technician) - (Quote 13) 
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Feedback from Dragoco's Participant 8, she says: 
/ think the group-based problem solving technique training should be viewed as a 
necessity. It is beneficial to me as I can understand the process problem better. 
(Female / 21 - 30 years / Secondary Education / Process Technician) - (Quote 14) 
Another group makes this more explicit by referring to the need for skills 
upgrading as change is so rapid: 
Feedback from SFI's Participant 1, he says: 
It is important for the company to upgrade our skills, and I thought that the 
structured group-based problem solving technique is crucial as we are faced with 
new technology and current processes are constantly changing. This training is 
helpful and it also boosts our morale and loyalty to the company. (Male / 21- 30 
years / Business Degree / Process Engineer) - (Quote 15) 
Feedback from Dragoco's Participant 4, he says: 
In this new era, technology is changing fast. My company realizes this important 
point and the problem-solving training given to us is very helpful as it enhances 
our skills in carrying out our job. (Male / 21 - 30 years / Diploma /Technician) -
(Quote 16) 
Then there are additional points brought out about safety and the more general 
rationale that it is a matter of customer needs 
Feedback from SFI's Participant 6, she says: 
Yes. My company emphasizes strongly on issues such as safety and hygiene and 
there is structured training program to enhance our trouble-shooting skills in these 
areas. (Female / 21-30 years / Engineering Degree / Quality Manager) - (Quote 
17) 
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Feedback from Dragoco's Participant 3, she says: 
We have structured training program to enhance our trouble shooting skills in 
issues relating to customers' needs and behavior. This is reviewed bi-monthly 
during our sales seminar. (Female / 21- 30 years / Business Degree / Customer 
Relation Manager) - (Quote 18) 
D) Participants that say "No" to the remaining research sub-questions (Table 
6.1) 
The first group of quotations in this category talks about the benefits of receiving 
training, but there was lack of support and follow-up from the companies: 
Feedback from Dragoco's Participant 7, she says: 
Training given to an employee should be beneficial if the lessons from the training 
are allowed to be practiced. My supervisor should empathize me on the 
difficulties encountered during my learning process. (Female / 21-30 years / 
Diploma / Process Technician) - (Quote 19) 
Feedback from SFI's Participant 8, he says: 
// is very good indeed to practice problem-solving skill at our working 
environment. But I do not find it helpful as there is no constant follow-up or 
review of its application. (Male / 31 - 40 years / Business Degree / Business 
Development Manager) - (Quote 20) 
Another group of quotations simply indicates that the training is not relevant and 
there is no opportunity to practice what they have learnt. 
Feedback from SFI's Participant 8, he says: 
/ find the problem-solving technique not relevant as it is quite basic. (Male / 31 -
40 years / Business Degree / Business Development Manager) - (Quote 21) 
Feedback from Dragoco's Participant 6, she says: 
Whether a structured problem-solving technique or any other training skills, I 
personally do not benefit from the training as it does not allow me an opportunity 
to practice at my workplace. (Female / 41 - 50 years / Secondary Education / 
Human Resource Administrator) - (Quote 22) 
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Another group of feedback reflects that the training on problem solving techniques 
is only given to selected group of people and it is not structured. 
Feedback from Dragoco's Participant 2, he says: 
/ do not envisage the company of promoting a structured problem solving 
techniques. Yes, I agree that the company supports the training but it should not 
be for the chosen few and confined to certain functional groups. (Male / 41-50 
years / Production Manager) - (Quote 23) 
Feedback from SFI's Participant 2, she says: 
/ am not sure of what has been done in promoting the structured training program 
to enhance my problem-solving skill. (Female / 41 - 50 years / Primary Education / 
ChiefChef)-(Quote 24) 
Summary: 
The researcher classifies the positive and negative responses in two aspects: 
firstly, the positive responses are in terms of (i) those that perceive the companies 
realize the importance of formal training (companies believes, to enhance, 
structured formal training, negotiation skills, communication skills, upgrade our 
skills, crucial, technology is changing fast, enhances our skills, emphasizes 
strongly, enhance, issues relating to customers' needs and behavior) (quotes 
1,2,15,16,17,18), (ii) those perceptions that link to support and encouragement 
from their supervisors and managers {supports and promotes, critical to the job, 
have set targets) (quotes 3,4) and (iii) those that think the skills can be transferred 
and beneficial {benefits us in the thought process, other new problem areas, good 
practical environment, not only for myself but also for the employer, understand 
the process problem better) (quotes 5,6,13,14). 
Secondly, from responses, the researcher tends to classify negative perceptions as 
(i) those where there is lack of policy and planning {no clear program, no 
provision, no implementation, not sure, not aware) (quotes 7,8,10), (ii) those where 
the perception of problem-solving training is limited in support by supervisor 
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(selective, dependent on our qualification, mentioned years ago, no proactive 
action, do not envisage, not be for the chosen few, confined to, not relevant, 
empathize me on the difficulties, no constant follow-up or review) (quotes 
9,19,20,21,23,24), (iii) those where there is doubt that the training is beneficial or 
helpful to them (does not allow me, no constant follow-up or review, not sure in 
promoting) (quotes 12, 22) and (iv) those where there is doubt where the explicit 
knowledge can help in solving new technical problems and also having doubt that 
the company has a structured training program to enhance the trouble-shooting 
skills, (not sure can apply to other areas, outside my area of responsibilities) 
(quotes 11 and 12) 
The researcher concluded (from quote numbers 8,10) that the problem-solving 
learning in Dragoco (Western-German) company is less structured in nature as 
there is no clear indication of providing a formal training in this skill-set. The 
Dragoco's respondents also perceived that the management group is less 
committed to promote this fraining initiative and the feedbacks also reflect that the 
management is selective in deciding on those individuals that wil l be receiving this 
group-based problem-solving training (from quote numbers 12,19,22,23). 
Generally, Dragoco's responders recognize that their Company has acknowledged 
the importance of problem-solving learning at the workplace, but they perceive 
their management has not demonstrated the seriousness of its commitment to this 
concept. 
In short, analysis of the above quantitative and qualitative data suggests that a 
higher percentage of workers from Dragoco (Western-German) company as 
represented in the survey are less convinced that their company is serious in 
promoting and executing the problem-solving technique. However, there are also 
some minority from SFI (Eastern-Singaporean) company that view the training 
provided by the company can be more structured (reflected by the feedback as 'no 
clear program' - quote 7) and can be more intense to promote more involvement 
(reflected by the feedback as 'selective' - quote 9). In the next table we turn to the 
question of the nature of the enhancement of skills. 
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Table 6.2 SFI and Dragoco Participants' Perception on Importance of Acquiring Problem 
Solving Techniques 
Question 
Number 
Item T2B B2B Chi 
Sq 
Df P 
12.11 
1 can only solve 
problems related 
to those specific 
knowledge 1 had 
acquired. 
Case 1: 
SFI 
106/85% 13/11% 
2.914 1 0.088 
Case 2: 
Dragoco 
90/76% 21/17% 
12.12 
It is important to 
continue to 
upgrade my 
existing field of 
knowledge 
Case 1: 
SFI 
118/94% 1/1% 
0.990 1 0.000 
Case 2: 
Dragoco 
116/98% 1/1% 
12.13 
There is a need to 
acquire 
productive skills 
to enable me to 
solve new and not 
well defined 
problem areas? 
Case 1: 
SFI 
113/90% 0/0% 
0.989 1 0.000 
Case 2: 
Dragoco 
105/89% 0/0% 
Table 6.2 above shows how SFI and Dragoco participants perceive their problem-
solving skill enhancement after undergoing the structured training. The above 
table shows respondents that say (i) 'strongly agree' and 'agree' to the sub-
questions and this is represented by the column T2B and those who (ii) 'disagree' 
and 'strongly disagree' represented by column B2B. The researcher now examines 
the Chi-square test results and following are the analysis. 
a) that in both companies a very substantial majority of people (SFI 85% Vs 
Dragoco 76% represented in the T2B, and SFI 11% Vs Dragoco 17% represented 
in the B2B) think that they can only solve problems related to those specific 
knowledge they had acquired (Question 12.11). The Chi-square test shows no 
statistically significant relationship between the groups as chi-square with 1 degree 
of freedom = 2.914 and p value > 0.05. 
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b) that in both companies again very substantial majorities of people (SFI 94% 
Vs Dragoco 98%) think that it is important to continue to upgrade their existing 
field of knowledge (Question 12.12). Findings show there is a statistically 
significant relationship between the groups as the Chi-square with 1 degree of 
freedom is 0.990 and p value < 0.05. 
c) that in both companies people (SFI 90% Vs Dragoco 89%%) think there is a 
need to acquire productive skills to enable them to solve new and not well defined 
problem areas (Question 12.12). Findings show there is a statistically significant 
relationship between the groups as the Chi-square with 1 degree of freedom is 
0.989 with p-value < 0.05. 
The above data shows that there is a difference. However, the data do not tell what 
the cause is and the researcher is now looking at the qualitative data for support for 
the research hypothesis that the difference is caused by culture. 
A) Qualitative feedback that I can only solve problems related to those specific 
knowledge I had acquired. 
Feedback from Dragoco's Participant 1, he says: 
Training on problem-solving is important as it is a good cause. It helps me to 
achieve the results in solving problems that are related to specific knowledge I had 
acquired. For example, I am able to fix process-related product quality problem. 
(Male / 31- 40 years / Secondary / Process Technician) - (Quote 25) 
Feedback from SFI's Participant 10, he says: 
After attending the structured problem-solving training, my colleagues and I are 
more aware of the required approach in resolving those process problems in our 
specific work areas. (Male / 31- 40 years / Secondary / Chef) - (Quote 26) 
From above feedback, the researcher concludes that respondents from both 
companies have demonstrated their belief that they can only solve problems that 
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are related to specific knowledge that they had acquired. The respondent from 
Dragoco mentions that the training 'helps me to achieve' and 'to fix process-
related product quality problem' (quote 25). As to the SFI's respondent, he also 
shares that the training makes him 'more aware' in 'resolving those process 
problems' (quote 26). 
B) Qualitative feedback that it is important to continue to upgrade my existing 
field of knowledge. 
Feedback from Dragoco's Participant 3, she says: 
Nowadays, the environment and technology are changing very fast. It is 
important for me to continue to upgrade my existing field of knowledge so as not to 
be left behind. I am prepared to upgrade my skills to stay competent and 
contribute to the company and also be beneficial to myself. (Female / 21- 30 years 
/ Business Degree / Customer Relation Manager) - (Quote 27) 
Feedback from SFI's Participant 9, she says: 
It is very important for me to continue to upgrade my existing field of knowledge. It 
improves my quality of work and I can also demonstrate to my company my 
competencies and my contribution. (Female / 21 - 30 years / Diploma in 
Chemical Technology / Senior Technician) - (Quote 28) 
The above feedback allow the researcher to perceive that the respondents from both 
companies demonstrate the implication that it is important to continue to upgrade 
their existing field of knowledge because 'environment and technology are 
changing" (quote 27) and the continuous learning wil l ensiu^ e that they are 'not to 
be left behind' (quote 27). In this way, they can stay 'stay competent' and 
'demonstrate to their companies their 'competencies' and 'contribution' (quote 
28). 
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C) Qualitative feedback that there is a need to acquire productive skills to 
enable me to solve new and not well defined problem areas. 
Feedback from Dragoco's Participant 9, she says: 
Yes, it is important to acquire productive skills as they can help me to perform 
better in my job by solving new and not well defined problems. This helps to 
provide customers with speedy information and deliver timely services. (Female 
/ 21 - 30 years / Degree / Customer Relation Manager) - (Quote 29) 
Feedback from SFI's Participant 1, he says: 
There is never ending to learning. Therefore, there is a need for me to acquire 
productive skills as I will be involved in solving new problem areas by using as 
much as I can the new knowledge received. (Male / 21- 30 years / Business 
Degree / Process Engineer) - (Quote 30) 
From the above feedback, the researcher perceives that the respondents from both 
companies realize the importance of a need to acquire productive skills to enable 
them 'to perform better' and that will 'help to provide' (quote 29) and also they can 
'be involved in solving new problem areas' (quote 30). 
6.3 Summary 
The findings based on the second research question on 'problem solving 
techniques' show that both companies have shown positive tendencies towards 
establishing some form of corporate curriculum, similar to the review done by 
Kessels (2001:497-506), but the data from Tables 6.1 and 6.2 show statistically 
significant differences between the two companies in responses about providing 
problem solving training and culture. 
The researcher now summarizes the key differences and also indications of 
common ground in the two organizations, both in the fact that there were responses 
with no statistical difference and in the qualitative data. 
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Summarized below are the main differences and the researcher's view of what 
could result in those differences. 
• formal training in problem solving (Question 12.1: SFI 60% say 'Yes' Vs 
Dragoco of 18%) 
• supervisor providing opportunities for group-based participation (Question 
12.4: SFI 66% say 'Yes' Vs Dragoco of 42%), 
• explicit knowledge can help in solving new technical problems (Question 
12.9: SFI 57% say 'Yes' Vs Dragoco of 12%) 
The respondents from the Eastern-Singaporean company perceived strongly (60%) 
that their company supports the formal training in problem solving. Only 18% of 
the Western-German company's respondents perceived with similar strong feeling. 
The reseeircher perceives that both companies demonstrate the importance of 
supporting problem-solving training. However, the Eastern-Singaporean company 
emphasizes a stronger view and this could be due to (as explained in Chapter Five) 
a situation where the organizational and national cultures are more aligned than the 
Western-Germany organization. The researcher believes that the management in 
this organization could have emphasized the importance of formal training in 
problem-solving as one of the key success factors that wil l help the staff in 
delivering quality products to the consumers, especially in safety and hygiene. 
Similarly, the Western-German top management is also committed to providing the 
training and their actions could be either due to budget constraint or guided by 
company's policy. This is reflected by the feedback from the Production Manager 
that says " / do not envisage the company of promoting a structured problem 
solving techniques. Yes, I agree that the company supports the training but it 
should not be for the chosen few and confined to certain functional groups ". 
However, the extent to which the individual is influenced to accept and practise the 
problem-solving techniques depends on at least two major factors: the individual's 
service in the organization as well as his/her attitude towards the organization's 
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positive/negative dimensions of the organizational culture which has impact on the 
learning in the organization. 
The above analysis reflects Hofstede's (1991: 51-66) view that there are significant 
differences between countries' culture on the individualism index (EDV) at the 
workplace. In the case of Eastern-Singaporean company's culture, Hofstede's 
work shows low individualism index scores of 20 for Singapore (ibid: 53) and this 
implies that the value systems of the Eastern organization is tending towards the 
opposite pole terms of collectivism. Under collectivism, the organization culture 
has work goals that "stress more on training, physical conditions and skills being 
used on the job refer to things the organization does for the employee, and in this 
way stress the employee's dependence on the organization" (Hofstede,1991, 52). In 
the Western-German organization, the IDV score for Germany is high of 67 
(Hofstede, 1991:53) and it tends more towards the individualism pole. It reflects a 
culture where "everyone is expected to look after himself or herself and his or her 
immediate family" and in itself it identifies "the importance of personal time, 
freedom, and personal challenge with individualism. They all stress the employee's 
independence from the organization" (Hofstede, 1991: 51-52). The above could 
help to explain the findings of higher percentage of respondents from SFI 
indicating very positively the training structure in their organization as opposed to 
Dragoco which shows an inclination to a more negative view. These are reflected 
by key words used by SFI's respondents "benefits in the thought process" (quote 
5), "basic needs" (quote 13), "upgrade our skills" (quote 15) and words by 
Dragoco such as "no provision" (quote 8), "mentioned years ago" (quote 10) and 
"no proactive action" (quote 8). In addition, according to Hofstede's (1991:54) 
research, he finds that there is a strong relationship of cultures between power 
distance and individualism. His study shows that countries with small power 
distance, in this case the Western-German company, have a low correlation to 
individualism and vice versus. The researcher thinks that Hofstede's explanation 
about the east and west in terms of power distance (refer to Chapter Five) and 
individualism index may help to explain the two-case study companies. These are 
reflected by key words used by SFI's respondents "training provided by the 
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company helps me in carrying out our daily tasks" (quote 1), "my immediate 
supervisor gives good support and promote" (quote 3) in developing plan for 
formal and informal training, and words from Dragoco employees such as "/ am 
not aware of my superior's support to this training" (quote 10), "no clear policies'''' 
(quote 7), and this negative formulation may be expected from Singapore 
employees who would like more structure in a collectivist mode. This allows the 
researcher to further confirm the hypothesis that the differences between the two 
companies can be explained by 'east' and 'west'. 
The researcher continues to analyze the differences in other sub-questions as shown 
below. 
• that supervisor/manager provide opportunities for participation in group-based 
problem training (Question 12.3: SFI 66% say 'Yes' Vs Dragoco of 53% ), 
• that training provides personal benefit (Question 12.6: SFI 72% say 'Yes' Vs 
Dragoco of 59%), 
• that training is helpful on the job (Question 12.7; SFI 70% say 'Yes' Vs 
Dragoco of 65%), 
• that this form of making tacit knowledge explicit is important to improve on 
job competencies (Question 12.8; SFI 12% say 'Yes' Vs Dragoco of 65%), 
• that there is a structured training program to enhance trouble-shooting skills 
(Question 12.10; SFI 70% say 'Yes' Vs Dragoco of 64%), 
The above feedback on the five remaining sub-questions show that the East-
Singapore company's respondents perceived sfrongly (66 - 72%) that problem-
solving fraining is beneficial as it helps them to resolve their daily process-related 
problems more effectively and at the same time allows them to demonstrate the 
skills competencies to the company. However, only 53-65% of the Western-
German company's respondents perceived in the same way as their Eastern-
Singaporean counterparts. This lower perception is very much in line with their 
perception that they are "not sure", "not aware''' of their management's attitudes in 
involving them in training. The researcher sees this trend to be linked to the east-
west culture as explained above. The researcher perceives that the West-German 
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company's respondents draw their conclusion based on their views that their 
management had demonstrated lesser positive commitment to the aspects of 
training in the above five sub-questions. 
Again, the researcher concludes that there is a continuous trend showing the 
differences in the east-west culture in supporting problem-solving training in the 
Eastern-Singaporean and Western-German companies. Both companies are 
involved in supporting the training, with the east showing more positive attitudes 
than the west in delivering the results, and the Singapore respondents showing they 
would like more support from Dragoco as the Hofstede theory would predict. 
In Chapter Seven, the researcher plans to continue with the analysis of the 
quantitative and qualitative feedbacks of the two case study companies on Research 
Question 3 "Are Eastern and Western companies' staff helped differently and in 
ways which reflect 'Eastern' and Western' approaches to develop reflective skills 
and meta-cognitive skills that enable them in approaching problems? " 
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Chapter 7 
PARTICIPANTS' P E R S P E C T I V E S 
QUESTION 3 
7.1 Introduction 
The researcher takes a similar approach as in the previous two chapters and 
continues to identify saHent organizational patterns that are indicated in the 
questionnaire data. These data illustrate how the participants from the two case 
study organizations perceive opportunities to develop reflective skills and meta-
cognitive skills that wi l l enhance their knowledge in approaching problems in order 
to support their companies' values. This chapter and the following chapter 
examine materials that provide insights into whether the differences observed in the 
responses from the two case study organizations reflect more fiindamental cultural 
differences in attitudes towards lifelong learning. 
The researcher continues to use the quantitative and qualitative data to highlight the 
participants' views and also to provide him a deeper insight into the respondents' 
feeling and thoughts about the positive/negative issues of their companies 
supporting them with the opportunities to develop reflective skills and meta-
cognitive skills that wil l enhance their knowledge in approaching problems. The 
researcher continues to apply the Chi-square statistical test on those quantitative 
data to compare the participants' views and establish whether there is any 
statistically significant difference in their views on training and culture. 
In this Chapter, the researcher moves on to analyze quantitative and qualitative data 
on Research Question 3 ''Are Eastern and Western companies' staff being helped 
differently and in ways which reflect Eastern and Western approaches to develop 
reflective skills and meta-cognitive skills that enable them in approaching 
problems? " 
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7.2 Findings for Research Question 3 
Following are findings for research question 3 and its sub-questions, gathered 
through the quantitative methods. 
Table 7.1 SFI and Dragoco Participants' Perception on Development of Reflective Skills 
Question 
Number 
Item Yes No Missin 
g 
ChiSq df P 
13.1 
Do you feel 
confident in 
solving all 
current 
problems 
Case 1: 
SFI 
105/84% 15/12% 3/2% 
15.947 1 0.000 
Case 2: 
Dragoco 
76/64% 40/24% 2/2% 
13.2 
Can your 
current 
technical 
strength be 
transferred? 
Case 1: 
SFI 
101/86% 16/13% 1/1% 
19.775 1 0.000 
Case 2: 
Dragoco 
69/59% 45/38% 4/3% 
13.3 
Have you 
received 
sufficient 
technical 
problem solving 
techniques for 
complex 
problems, and 
handling several 
tasks 
simultaneously? 
Case 1: 
SFI 
96/77% 28/22% 1/1% 
13.730 1 0.000 
Case 2: 
Dragoco 
63/53% 52/44% 3/3% 
13.4 
Is your expertise 
very focused at 
one specific 
area? 
Case 1: 
SFI 
91/72% 32/26% 2/2% 
1.095 1 0.295 
Case 2: 
Dragoco 
78/66% 37/31% 3/3% 
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The above findings show that both SFI (Eastern-Singaporean) and Dragoco 
(Western-German) participants perceived that their organizations provide 
appropriate training to develop their staff on reflective skills and meta-cognitive 
skills to enhance their knowledge in resolving problems so that they can support 
their company values. This again is in line with Kessels' study which shows that 
all organizations have a corporate curriculum. However, there are specific 
differences between the companies and the Dragoco responders, although for most 
questions agreeing that there is support, do so only with lower majorities as is 
evident in table 7.1. in question 13.1, for example the SFI 'Yes' response is 84% 
and the Dragoco is 64%. 
From the above data, SFI participants responded very strongly in (i) that they are 
confident in solving all current problems, (ii) that their current technical strength 
can be transferred, (iii) that they have received sufficient technical problem solving 
techniques for handling complex problems, and (iv) that their expertise is very 
focused at one specific area. The Chi-square test results show there is a statistically 
significant difference between the answers to above questions in the Eastern-
Singaporean and Western-German case study companies in 3 out of 4 questions. 
This is true because there is a higher minority group in Dragoco that say no to the 
questions. The overall Chi-square test results with one degree of freedom range 
from 1.10 to 19.8 and p < 0.05. 
In general, the findings show that both SFI (Eastern-Singaporean) and Dragoco 
(Western-German) participants perceived that their organizations provide 
appropriate training to develop their staff on reflective skills and meta-cognitive 
skills to enhance their knowledge in resolving problems so that they can support 
their company values but with significant differences between the two companies' 
employees in their perceptions of implementing their problem solving skills. This 
difference wil l be discussed in more detail below. This is in line with Kessels' 
study which shows that all organizations have a corporate curriculum but with 
different approaches and different level of acceptance. 
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The researcher takes another step to analyse the qualitative data to understand the 
ways in which the respondents of the two companies agree and disagree, for any 
clues about why there is a substantial minority from Dragoco that say "No" to the 
above four key questions (Questions 13.1, 13.2 13.3). 
A) Participants that say 'Yes" to the research sub-questions (13.1, 13.2, 13.3 where 
there are significant differences) are analysed first to understand what their 
reasoning might be. 
Feedback from SFI's Participant 5, he says: 
Yes, I am confident as I have been given sufficient training to solve my current 
process problems. (Male / 31 -40 years / Diploma / Technician) - (Quote 1) 
[* NB emphasized words and phrases are selected by the researcher to indicate the 
key words and phrases in this quotation and in all subsequent ones] 
Feedback from Dragoco's Participant 1, he says: 
Yes, I do have good feeling of able to solve job-related problems. (Male / 31- 40 
years / Secondary / Process Technician) - (Quote 2) 
• Both of the above two perceptions - representing the two companies - stress 
they have sufficient training (quote 1) and they feel good (quote 2) in 
solving all current process-related problems (quote 1) and the following 
two feedbacks reflect that in most situations their much re-enhanced (quote 
3) training allow them to perform their tasks more professionally (quote 4) 
and they feel more confident (quote) 4) in transferring (quote 4) their 
knowledge in technical strength. 
Feedback from SFI's Participant 9, she says: 
Based on case by case basis, I think that my current technical strength can be 
transferred, especially it is so much re-enhanced after the training. It also 
depends on how my superior supports the concept. (Female / 21 - 30 years / 
Diploma in Chemical Technology / Senior Technician) - (Quote 3) 
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Feedback from Dragoco's Participant 9, she says: 
After receiving the training, I view that I can handle my tasks more professionally 
and I am confident that the current technical strength can be transferred. 
(Female / 21 - 30 years / Degree / Customer Relation Manager) - (Quote 4) 
There are another two cases as below whereby the respondents felt that their 
companies have given them sufficient training (quote 5) to cope up with new 
demand in technology changes and have provide them better understanding (quote 
6) of the soft skill in handling customer's needs and behavior. This allows them to 
handle adequately complex issues confidently in their areas (quote 5) that may 
surface because of the changes and new demands. 
Feedback from SFI's Participant 6, she says: 
Yes. We have received sufficient training to cope with new technology in our 
Quality Control and Production Areas. I believe we can handle adequately 
complex problems in our areas. (Female / 21-30 years / Engineering Degree / 
Quality Manager) - (Quote 5) 
Feedback firom Dragoco's Participant 3, she says: 
Company has arranged for in-house training by consultant on understanding 
customer's needs and behavior. To a large extent, I am more confident now to 
handle complex problems related to customers. (Female / 21- 30 years / Business 
Degree / Customer Relation Manager) (Quote 6) 
Feedback from SFI's Participant 4, she says: 
We are working towards achieving zero defects in our quality control initiative. 
My ability to focus my expertise in this area will minimize wastage and loss of 
time and products. (Female / 21 - 30 years / Diploma in Chemical Technology / 
Technician) (Quote 7) 
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Feedback from Dragoco's Participant 4, he says: 
/ view that the technical problem solving techniques can help me to focus more in 
my area of expertise, especially in the area where I have full responsibility. 
(Male / 21 - 30 years / Diploma /Technician) - (Quote 8) 
The above two feedbacks give the researcher the clue that the respondents are 
having the ability to focus their expertise (quote 7) in their areas of responsibilities 
(quote 8) to improve on productivity through minimizing wastages such as loss of 
time (quote 7). 
B) Participants that say 'No" to the research sub-quesfions (13.1, 13.2, 13.3 where 
there are significant differences) are analysed next to understand what their 
reasoning might be. 
Feedback from Dragoco's Participant 5, she says: 
/ am currently given on-the-job training on those equipment that I have in direct 
contact for carrying out my daily tasks. I will not be able to solve problems on 
other equipment that I am not familiar with. (Female / 21 - 30 years / Diploma / 
Laboratory Technician) - (Quote 9) 
Feedback from SFI's Participant 2, she says: 
Apparently, I am unable to solve all current problems as I have not been chosen to 
attend training in many other areas in my current job. (Female / 41 - 50 years / 
Primary Education / Chief Chef) - (Quote 10) 
Thus, the above are reflections that in both companies there are people who are 
simply not involved in other training other than their direct contact or areas in 
their current job (quotes 9 & 10). As a result, they are either not familiar (quote 9) 
with or unable to solve (quote 10) other complex problems outside their job scopes. 
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Table 7.2 SFI and Dragoco Participants' Perception on Acquiring Meta-cognitive Skills 
Question 
Number 
Item T2B B2B Chi Sq df P 
13.5 
1 am competent in 
resolving all simple 
recurring 
problems. 
Case 1: 
SFI 122/97% 0/0% 
0.496 0.481 
Case 2: 
Dragoco 
105/89% 2/2% 
1 
13.6 
1 have difficulty in 
resolving complex 
problems because 
of lack of new 
knowledge. 
Case 1: 
SFI 
73/49% 20/16% 
3.256 1 0.071 
Case 2: 
Dragoco 
87/74% 12/10% 
13.7 
My 
intelligence/experti 
se is focused in 
Case 1: 
SFI 
90/72% 10/8% 
0.198 1 0.657 
present 
domain/tasks 
assigned to me. 
Case 2: 
Dragoco 
96/82% 13/11% 
1 am making good 
progress in current 
technology 1 Have 
been exposed to, 
but lagging in other 
domain. 
Case 1: 
SFI 
87/70% 11/9% 
13.8 
Case 2: 
Dragoco 
78/66% 4/4% 
2.354 1 0.125 
Table 7.2 above shows how SFI and Dragoco participants perceive their 
organizations providing them the appropriate training to develop them on reflective 
skills and meta-cognitive skills so as to enhance their knowledge in resolving 
problems and also in transferring these knowledge to other colleagues. The key 
objective is to look into how they can support their company values. The above 
table shows respondents that say (i) 'strongly agree' and 'agree' to the sub-
questions and this is represented by column T2B and those who (ii) 'disagree' and 
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'sfrongly disagree' represented by column B2B. The researcher now examines the 
Chi-square test results and following are the analysis. 
a) that in both companies a very substantial majority of people (SFI 97% Vs 
Dragoco 89% represented in the T2B) think that they are competent in resolving all 
simple recurring problems (Question 13.5). The Chi-square test shows no 
statistically significant relationship between the variables as chi-square with 1 
degree of freedom = 0.496 and p value > 0.05 
b) that in SFI, 49% of the respondents think that they have difficulty in 
resolving complex problems because of lack of new knowledge (Question 13.6) Vs 
74% from Dragoco. Findings show there is no statistically significant relationship 
between the variables as the Chi-square with 1 degree of freedom =3.256 and p 
value > 0.05. 
c) that in both companies people (SFI 72% Vs Dragoco 82%) think that their 
intelligence/expertise is focused in present domain/tasks assigned to them 
(Question 13.7). Findings show there is no statistically significant relationship 
between the variables as the Chi-square with 1 degree of freedom is 0.198 with p-
value > 0.05. 
d) that in both companies people (SFI 70% Vs Dragoco 66%) think that they 
are making good progress in current technology they have been exposed to, but 
lagging in other domain (Question 13.8). Findings show there is no statistically 
significant relationship between the variables as the Chi-square with 1 degree of 
freedom is 2.354 with p-value > 0.05. 
Although the above data show no statistically significant relationship, the 
researcher is now looking at the qualitative data for clues to support the research 
hypothesis that culture may influence the ways the two companies plan their 
training curriculum. 
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The remarks below from respondents of the two companies demonstrate they are 
confident (quote 11) that the competency (quote 11) level in solving recurring 
problems is largely due to the job rotations system (quotes 11 & 12) implemented. 
Feedback from SFI's Participant 1, he says: 
/ am confident that my technicians are competent in solving all simple recurring 
problems as we have job rotations system in place. This allows the technicians to 
be up to speed in their problem solving skills especially in dealing with simple 
problems. (Male / 21- 30 years / Business Degree / Process Engineer) - (Quote 
11) 
Feedback from Dragoco's Participant 4, he says: 
We practice job rotations within our process area and there is on-the-job training 
at different time. This builds my competency in handling simple recurring 
problems. (Male / 21 - 30 years / Diploma /Technician) - (Quote 12) 
Interestingly, representatives from both companies admitted that they could only 
manage simple process-related (quotes 13 & 14) problems as training was 
restrictive, thus their knowledge (quote 13) is limited. 
Feedback from SFI's Participant 3, he says: 
Currently, my staff is trained to manage simple problems. Therefore, they are not 
knowledgeable enough to handle complex situations. (Male / 21- 30 years / 
Business Degree / Customer Service Manager) - (Quote 13) 
Feedback from Dragoco's Participant 8, she says: 
Yes, I am adequately trained to resolve most of the simple process-related 
problems such as scrap reduction. No, I am not in position to resolve complex 
problem as my on-the-job training program does not include this requirement. 
(Female / 21 - 30 years / Secondary Education / Process Technician) - (Quote 14) 
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Feedback from SFI's Participant 4, she says: 
From the training given to us, I think my company expects me to use my 
intelligence to focus on those areas that I am responsible to deliver the target. 
(Female / 21 - 30 years / Diploma in Chemical Technology / Technician) - (Quote 
15) 
Feedback from Dragoco's Participant 2, he says: 
My staff is trained to practice what they have learned from the training and my 
expectation is for them to deliver the target. Therefore, they are encouraged to 
focus on their present process area. (Male / 41-50 years / Production Manager) -
(Quote 16) 
The two feedbacks above indicated that both companies are very focused (quotes 
15 & 16) for delivery of target (quote 16) committed within the process area 
(quote 16) that they are assigned to. They also share their view as below that they 
are making good progress (quotes 17 & 18) in handling tasks but they are lagging 
behind in new areas. 
Feedback from SFI's Participant 6, she says: 
My technicians are very familiar in dealing with problems related to current 
technology. They are well trained and are making good progress. However, I see 
that there is a set-back in sharing of knowledge from other departments. (Female / 
21-30 years / Engineering Degree / Quality Manager) - (Quote 17) 
Feedback from Dragoco's Participant 6, she says: 
There is good progress made in addressing process-related problems of current 
technology. There is an urgent need for me to be trained in other domain, 
otherwise my knowledge becomes stagnant. (Female / 41 - 50 years / Secondary 
Education / Human Resource Administrator) - (Quote 18) 
The qualitative data thus seem to confirm the lack of statistically significant 
difference between the two groups. 
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7.3 Summary 
The findings based on the third research question on 'approaches to develop 
reflective skills and meta-cognitive skills' show that both companies have shown 
positive patterns towards establishing some form of corporate curriculum, similar 
to the review done by Kessels (2001:497-506). The data from Table 7.1 
summarizes the Chi-square test results to have statistically significant relationship 
between the answers to those questions in both the Eastern-Singaporean and 
Western-German case study companies. 
From Table 7.2, the quantitative feedback shows that there is no statistically 
significant relationship between the variables. 
The researcher now summarizes the key differences and also indications of 
common ground in the two organizations where the responses show (i) statistical 
significant differences and (ii) no statistical significant relationship. 
The respondents from the Eastern-Singaporean company perceived sfrongly (84%) 
that they are confident in solving all current problems. The Western-German 
company's respondents perceived the same at 64% but with a higher minority. The 
researcher perceives that both companies demonstrate the importance of developing 
reflective skills and meta-cognitive skills that enable their staff in approaching 
problems. However, the Eastem-Singaporean company emphasizes this more 
strongly and this could be due (as explained in Chapters Five and Six) to a situation 
where the organizational and national cultures are more aligned than in the 
Western-Germany organization. The researcher views that the management in this 
organization could have emphasized the importance of formal training as one of the 
key success factors that will help the staff in performing better. 
Similarly, the Western-German top management is also committed to providing the 
fraining but their actions could be perceived to be selective as one respondent 
mentions "having not been chosen to attend training", (quote 10) 
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The researcher continues to borrow Hofstede's (1991:51-66) view that there are 
significant differences between countries' culture on the individualism index (EDV) 
at the workplace. In the case of Eastern-Singapore company's culture, Singapore 
shows low individualism index scores of 20 (1991, 53) and this implies that the 
value systems of the eastern-organization is tending towards the opposite pole 
terms of collectivism. (As discussed in Chapters 5 and 6). In the Western-German 
organization, the IDV scores is high of 67 (Hofstede, 1991:53) and it tends more 
towards the individualism pole. The above could help to explain the findings of 
higher percentage of respondents from SFI indicating very positively the fraining 
structure in developing reflective skills and meta-cognitive skills that enable their 
staff in approaching problems in their organization as opposed to Dragoco which 
shows an inclination to a less positive view. These are reflected by key words used 
by SFI's respondents "sufficient training" (quote 1), "so much re-enhanced"^ (quote 
3) and words by Dragoco such as "unable to solve" (quote 10). As also discussed 
in the previous two chapters, Hofstede's (1991:54) research finds that there is a 
strong relationship of cultures between power distance and individualism. His 
study shows that countries with small power distance, in this case the Western-
German company, have a low co-relationship to individualism and vice versus. 
The researcher thinks that Hofstede's explanation about the east and west in terms 
of power distance and individualism index helps to explain the two-case study 
companies. These are supported by key words used by SFI's respondents 
"confident" (quote 11), "manage simple problem" (quote 13), "very familiar", are 
well trained, sharing of knowledge" (quote 17) and words by Dragoco such as 
"unable to solve", "have not been chosen to attend training" (quote 10). Basing on 
these feedbacks, the researcher further confirms the hypothesis that the differences 
between the two companies can be explained by 'east' and 'west'. 
In Chapter Eight, the researcher plans to continue with the analysis of the 
quantitative and qualitative feedback of the two case study companies on Research 
Question 4 "Is the climate of personal and social relationships within the Eastern 
and Western organizations supportive of new learning and is it attributed to 
Eastern and Western cultural values or to company cultural? " 
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Chapter 8 
PARTICIPANTS' P E R S P E C T I V E S 
QUESTION 4 
8.1 Introduction 
The researcher takes similar approach as in chapters 5, 6 and 7 to identify salient 
organizational patterns that are indicated in the questionnaire data addressing the 
fourth and last research question in this study. The data in this chapter illustrates 
how the participants fi"om the two case study organizations perceived their 
organizations supporting new learning in their personal and social relationships 
environment. Their responses may reflect flmdamental cultural differences in 
attitudes towards new learning. 
The researcher continues to use the quantitative data to highlight the participants' 
views and the qualitative data to provide him a deeper insight of the respondents' 
feeling and thoughts about the issues of their companies supporting them with 
opportunities for new learning. This approach is to complement those quantitative 
data collected fi-om the questionnaire. The researcher continues to apply the Chi-
square statistical test on those quanfitative data to compare the participants' views 
and establish whether there is any statistically significant difference in their views 
on training and culture. 
In this Chapter, the researcher moves on to analyze those quantitative and 
qualitative data on Research Question 4 on "Is the climate of personal and social 
relationships within the Eastern and Western organizations supportive of new 
learning and is it attributed to Eastern and Western cultural values or to company 
culture? " 
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8.2 Findings of Research Question 4 
Research question 4 (As discussed in Chapter 3) is designed to link up with 
Kessels' concern for (i) securing communication skills that can provide access to 
the knowledge network of others and that can enrich the learning climate within a 
workplace (Table 8.1: Questions 14.1- 14.6), (ii) procuring skills that regulate the 
motivation and affections related to learning - meaning self regulation of 
motivation and affection (Table 8.1: Questions 15.1-15.7), (iii) promoting peace 
and stability to enable specialization, synergy, cohesion, and integration (Table 8.1: 
Questions 16.1-16.5) and (iv) causing creative turmoil to instigate innovation 
(Table 8.1: Questions 17.1-17.5) 
Following are findings of research question 4 and its sub-questions, gathered 
through the quantitative methods. 
Table 8.1 
SFI and Dragoco Participants' Perception on Development of Personal and Social Relationships 
Question 
Number 
Item Yes No Missing ChiSq df P 
14.1 
Do you have 
access to the 
knowledge 
networks of 
other 
divisions? 
Case 1: 
SFI 
76/61% 48/38% 1/1% 
6.526 1 0.011 Case 2: 
Dragoco 
64/54% 52/44% 2/2% 
14.2 
Are you trained 
in 
interpersonal 
skills? 
Case 1: 
SFI 
89/71% 34/27% 3/2% 
25.975 1 0.000 Case 2: 
Dragoco 
70/59% 46/39% 2/2% 
14.3 
Have you been 
trained on 
listening skills? 
Case 1: 
SFI 
71/57% 64/54% 1/1% 
3.529 1 0.060 Case 2: 
Dragoco 
64/54% 53/45% 1/1% 
14.4 
Are you able to 
promote a 
favorable 
learning 
climate? 
Case 1: 
SFI 
96/77% 28/22% 1/1% 
5.599 1 0.018 Case 2: 
Dragoco 
73/62% 42/36% 2/2% 
14.5 
What other 
formal 
Case 1: 
SFI Not Applicable 
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communication 
sl<ill training 
have you been 
exposed to? 
Case 2: 
Dragoco 
14.6 
Do you think 
other people 
listen easily to 
you? 
Case 1: 
SFI 
106/85% 16/13% 3/3% 
27.493 1 0.000 
Case 2: 
Dragoco 
66/56% 1/1% 
14.7 
How often do 
you participate 
in networks of 
other division? 
Case 1: 
SFI 
Not Applicable 
Case 2: 
Dragoco 
15.1 
Do you see in 
yourself a need 
to continue to 
learn? 
Case 1: 
SFI 
119/95% 3/2% 4/3% 
0.204 1 0.065 
Case 2: 
Dragoco 
112/95% 4/3% 2/2% 
15.2 
Does your 
immediate 
supervisor 
motivate you 
to have 
continuous 
learning? 
Case 1: 
SFI 
115/92% 8/6% 3/2% 
44.5 1 0.000 
Case 2: 
Dragoco 
66/56% 51/43% 1/1% 
15.3 
Who else 
motivates you 
to further your 
learning 
opportunity? 
Case 1: 
SFI 
Not Applicable 
Case 2: 
Dragoco 
15.4 
What is the 
main driver for 
you to pursue 
continuous 
learning? 
Case 1: 
SFI 
Not Applicable 
Case 2: 
Dragoco 
15.5 
Do you 
become 
emotionally 
involved in 
your job 
performance? 
Case 1: 
SFI 
80/64% 43/34% 3/2% 
5.154 1 0.023 
Case 2: 
Dragoco 
68/58% 47/40% 2/2% 
15.6 
Are there any 
affections for 
the current job 
you are doing? 
Case 1: 
SFI 
84/67% 39/31% 3/2% 
1.591 1 0.207 
Case 2: 
Dragoco 
28/24% 87/74% 2/2% 
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Do you work Case 1: 
100/80% 21/17% 4/3% 
more than is SFI 
15.7 normally 11.360 1 0.001 
expected of Case 2: 72/61% 41/36% 4/3% 
you? Dragoco 
Case 1: 
92/73% 31/25% 3/2% Is your working SFI 
16.1 environment 0.040 1 0.842 
peaceful? Case 2: 83/71% 34/28% 1/1% Dragoco 
Is there often Case 1: 72/57% 51/41% 3/2% 
restructuring in SFI 16.2 2.146 1 0.143 your Case 2: 
59/50% 55/47% 4/3% organization? Dragoco 
Case 1: 
83/66% 39/31% 4/3% Is there often SFI 
16.3 changes in 2.578 1 0.108 
your own job? Case 2: 65/55% 52/44% 1/1% Dragoco 
Is labor- Case 1: 65/52% 58/46% 3/2% 
turnover high SFI 16.4 4.176 1 0.041 
at your Case 2: 
70/59% 46/39% 2/2% workplace? Dragoco 
Are you happy Case 1: 
110/88% 13/10% 3/2% working at SFI 
16.5 your current 0.003 1 0.955 
office Case 2: 104/88% 12/10% 2/2% 
environment? Dragoco 
Does your Case 1: 
108/86% 15/12% 3/2% supervisor SFI 
17.1 encourage 24.494 1 0.000 
creative and Case 2: 
innovative idea Dragoco 70/59% 47/40% 1/1% 
from you? 
Do you see a Case 1: 
113/90% 10/8% 3/2% need for SFI 
17.2 contributing 4.5 1 0.034 
creativity at Case 2: 
96/81% 20/17% 2/2% your work- Dragoco 
place? 
Does your Case 1: 
105/84% 16/13% 4/3% organization as SFI 
17.3 a whole 11.894 1 0.001 
encourage Case 2: 79/67% 37/31% 2/2% 
innovation? Dragoco 
17.4 Do you enjoy Case 1: 110/88% 13/10% 3/2% 1.810 1 0.179 
change for new SFI 
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ideas or new 
way of doing 
things? 
Case 2: 
Dragoco 
96/81% 19/16% 4/3% 
17.5 
Do you think 
that creativity 
and innovation 
pronnotes 
continuous 
learning? 
Case 1: 
SFI 
118/94% 4/3% 4/3% 
0.581 1 0.446 
Case 2: 
Dragoco 
107/91% 9/7% 2/2% 
The above findings show that both SFI (Eastern-Singaporean) and Dragoco 
(Western-German) participants perceived that their organizations provide an 
adequate conducive environment to enhance their knowledge in new learning in 
order to support their company values. This again is in line with Kessels' study 
which shows that all organizations have a corporate curriculum. However, there 
are specific differences between the companies and the Dragoco responders, 
although for most questions agreeing that there is support, do so only with lower 
majorities as is evident in Table 8.1 with respect to the following questions. 
i . 14.6 with the SFI and Dragoco of 'Yes' response of 85% and 56% 
respectively. The Chi-square test result with one degree of fi-eedom is 27.493 and 
p<0.05 indicates there is statistically significant difference between the answers. 
i i . 15.6 with the SFI and Dragoco of 'Yes' response of 67% and 24% 
respectively and the Chi-square test result with one degree of fi-eedom is 1.591 and 
p<0.05. This result shows there is statistically significant difference between the 
answers. 
The researcher fiirther analyzes the remaining twenty questions as shown in Table 
8.1 and results show that both SFI and Dragoco participants perceived that their 
companies encourage (i) securing communication skills that can provide access to 
the knowledge network of others and that can enrich the learning climate within a 
workplace (questions 14.1, 14.2, and 14.4), (ii) procuring skills that regulate the 
motivation and affections related to learning - meaning self regulation of 
motivation and affection (questions 15.2, 15.5 and 15.7), (iii) promoting peace and 
stability to enable specialization, synergy, cohesion, and integration (question 16.4) 
and (iv) causing creative turmoil to instigate innovation (questions 17.1, 17.2 and 
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17.3). This is because in all cases there are more people who say 'yes' than 'no'. 
On the other hand the Chi-square test results of above questions show there is a 
statistically significant difference between the answers to between the Eastern-
Singaporean and Western-German case study companies. The overall Chi-square 
test results with one degree of freedom range from 4.50 to 44.50 and p < 0.05. 
This is true because there is higher number of participants in Dragoco that say 'no' 
to the questions, in particular pertaining to those questions on ''promoting peace 
and stability to enable specialization, synergy, cohesion, and integration'' in 
organizations. 
In general, the findings show that both SFI (Eastern-Singaporean) and Dragoco 
(Western-German) participants perceived that their organizations promote adequate 
conducive environment to enhance their knowledge in new learning at their work 
place but with significant differences in most areas and no significant differences in 
some areas. This is in line with Kessels' study which shows that all organizations 
have a corporate curriculum in place but differ to some extent and this could be 
largely due to differences in companies' business objectives and corporate culture. 
These differences which exist in these cases may be caused by the fact that one 
company is Eastern-Singaporean and the other is Western-German, and this will be 
discussed in more detail below. 
The researcher then analyses the qualitative data to look for any clues about why 
there is a substantial minority fi-om Dragoco that say "No" to the above four 
categories in terms of (i) ''communication skills", (ii) ''motivation and affections", 
(iii) "peace and stability", and (iv) "creativity and innovation". 
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First however there is data which illustrates the 'yes' responses. 
A) Participants that say 'Yes" to the research sub-questions (14.1, 14.2, 14.4 and 
14.6 where there are significant differences) are analysed first to understand what 
their reasoning might be. 
Feedback from SFI's Participant 1, he says: 
My staff is well trained in interpersonal skills and listening skills to enhance their 
personal competencies* so that they can be more effective in managing their jobs. 
This also serves as a motivational factor. Such skills include "Effective Team 
Building" and "Practical Problem Solving". (Male / 21- 30 years / Business 
Degree / Process Engineer) (Quote 1) 
[* NB emphasized words and phrases are selected by the researcher to indicate the 
key words and phrases in this quotation and in all subsequent ones] 
Feedback from Dragoco's Participant 4, he says: 
We have been given "Performance Review Workshop " as a form of improving our 
communication skill. This helps to build my confidence when I participate in the 
weekly departmental meeting. (Male / 21 - 30 years / Diploma /Technician) 
(Quote 2) 
Feedback from SFI's Participant 3, he says: 
Currently, my staff is trained to be more effective in their communication by 
encouraging them to attend 'Effective Communication Course' and 'Team 
Building Course'. This exposure to focus group discussion trains them to be more 
effective in requesting for urgent tasks to be carried out. (Male / 21- 30 years / 
Business Degree / Customer Service Manager) (Quote 3) 
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Feedback fi-om Dragoco's Participant 8, she says: 
Yes, I have been given opportunity to attend Effective communication course for 
Supervisors ". After the training, I am more confident in communicating with my 
colleagues and this helps me to make better decision in problem solving. (Female / 
2 1 - 3 0 years / Secondary Education / Process Technician) (Quote 4) 
Feedback from SFI's Participant 4, she says: 
The company provides us effective communication skill training such as 'listening 
and oral communication', face-to-face interaction', and 'public speaking and 
presentation skill'. I am now able to communicate better and I also learn more 
about my colleagues' different expectation. (Female 7 21 - 30 years / Diploma in 
Chemical Technology / Technician) (Quote 5) 
Feedback from Dragoco's Participant 2, he says: 
My staff is exposed to formal communication skill training such as 'team building', 
'effective writing', 'public speaking' and 'business communication'. They view 
these as valuable as they can now work better as a group and at the same time, it 
helps them to know the colleagues better. (Male / 41-50 years / Production 
Manager) (Quote 6) 
Al l of the above six perceptions - representing the two companies - stress they 
have enhance their personal competencies (quote 1) and they have developed more 
confidence (quote 2) in communication and become more effective in requesting 
(quote 3) urgent tasks to be carried out. The above feedback reflect that in most 
situations they can make better decision (quote 4) and the communication skills' 
training allow them to communicate better (quote 5) with their peers and they learn 
more about their colleagues' different expectation (quote 5). These "interpersonal 
skills, listening skills, effective team building and practical problem solving" 
training are valuable (quote 6) and the knowledge received have strengthen their 
competencies and also allow them to work better as a group (quote 6) 
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B) Participants that say 'Yes" to the research sub-questions (15.1-15.7). 
There are another six cases as below whereby the respondents felt that their 
companies have given them full encouragement and supports for more learning 
(quote 7) to cope with continuous learning to manage technology changes. They 
realize that there is no ending in upgrading (quote 8) and the continuous learning 
process never stops (quote 9). They perceive their management group is seen as 
key motivator (quote 8) and they often influence their staff to participate (quote 9) 
and motivate them to continue to accept the training (quote 10). It is seen that the 
continuous learning is beneficial (quote 11) and as a results they can achieve higher 
productivity (quote 11) and this provides opportunities for them to stay employable 
(quote 12). In general, the message is clear that their immediate superiors have 
been encouraging them and they are their main motivators (quote 12) for accepting 
new learning. 
Feedback from SFI's Participant 1, he says: 
The learning journey is never ending. My desire to learn more is a strong 
motivational factor. In addition, my superior, my peers and my immediate family 
members give me the encouragement and supports for more learning. I benefit 
from the continuous learning as it allows me to view my tasks at different 
perspective. (Male / 21- 30 years / Business Degree / Process Engineer) (Quote 
7) 
Feedback from Dragoco's Participant 3, she says: 
Learning is an on-going matter. There is no ending in upgrading our knowledge 
as it helps us in contributing more to the company. My management group is seen 
as my key motivator. (Female / 21- 30 years / Business Degree / Customer 
Relation Manager) (Quote 8) 
Feedback from SFI's Participant 3, he says: 
In my opinion, the continuous learning process never stops. It goes beyond the 
formal training we received in the school days. So it is a good thing that the 
company is promoting and encouraging the continuous learning through life-long 
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learning. We as managers support this program and we often influence our staff 
to participate the training. (Male / 21- 30 years / Business Degree / Customer 
Service Manager) (Quote 9) 
Feedback from Dragoco's Participant 4, he says: 
/ realize that it is only through continuous learning that I can improve my current 
skills and stay competent. Therefore, I am very self-motivated to improve and in 
addition, the frequent supports that my superior gives me further motivate me to 
continue to accept the training given by the company. (Male / 21 - 30 years / 
Diploma /Technician) (Quote 10) 
Feedback from SFI's Participant 6, she says: 
My company provides and motivates my staff to improve their learning skills. The 
staff realizes that it is beneficial to them as their skill competency is improved. At 
the same time, the company benefits by having higher productivity. (Female / 21-
30 years / Engineering Degree / Quality Manager) (Quote 11) 
Feedback from Dragoco's Participant 1, he says: 
Continuous learning will prepare myself to stay employable at anytime and 
anywhere when the needs arise. My family, friends and very importantly, my 
immediate superior has been encouraging me. He is one of my main motivators. 
(Male / 31- 40 years / Secondary / Process Technician) (Quote 12) 
C) Participants that say 'Yes" to the research sub-questions (16.1-16.5). 
Feedback from SFI's Participant 5, he says: 
/ view that my company has provided me a very conducive working environment 
in terms of promoting and organizing continuous improvement activities. As a 
results, the labor turnover is very low and most of my colleagues are happy to stay 
in this company. (Male / 31-40 years / Diploma / Technician) (Quote 13) 
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Feedback from Dragoco's Participant 1, he says: 
/ have been with the company for more than ten years and during this period, many 
of my colleagues and peers are still working here today. We are quite satisfied 
with our management caring attitude in keeping us in the organization. (Male / 
31-40 years / Secondary / Process Technician) (Quote 14) 
Feedback from SFI's Participant 9, she says: 
The working environment in my company is very healthy as I can see good 
teamwork with a lot of sharing. There is high spirit for improvement in the ways 
we perform our tasks and morale in general is good as we encourage each other to 
stay competent. (Female 7 21 - 30 years / Diploma in Chemical Technology / 
Senior Technician) (Quote 15) 
Feedback from Dragoco's Participant 7, she says: 
Many of my colleagues decided to continue serving the company after receiving 
the continuous learning because they perceive that the company recognizes their 
improvement effort. (Female / 21 - 30 years / Diploma / Process Technician) 
(Quote 16) 
The last four quotations give the researcher the clue that the respondents perceived 
their companies provide very conducive working environment for learning and they 
are happy to stay (quote 13) and this encourages them to excel in their jobs. In 
addition, they also perceived that their productivity level is improved because 
morale in general is good, and there is good teamwork (quote 15) in the 
organization. There are additional views who perceived that their management has 
shown caring attitude (quote 14) and that their company recognizes their 
improvement effort (quote 16). 
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D) Participants that say 'Yes' to the research sub-questions (17.1-17.5). 
Feedback from SFI's Participant 6, she says: 
To show that I am sincere in influencing my staff in contributing to the company, I 
fully encourage them to exercise creative initiatives in their analytical problem 
solving. In addition, I encourage them to apply relevant knowledge in their daily 
tasks. To me, this is a form of demonstrating to them that I support their creativity 
at workplace. (Female / 21-30 years / Engineering Degree / Quality Manager) 
(Quote 17) 
Feedback from Dragoco's Participant 3, she says: 
Yes, our company has invested in the latest technology for our manufacturing 
facility. Our staff is sent for more on-the-job training for this new requirement. 
This is a strong encouragement for our staff (Female / 21- 30 years / Business 
Degree / Customer Relation Manager) (Quote 18) 
Feedback from SFI's Participant 1, he says: 
Our business is very dynamic and coping up technological changes is a big 
challenge for our company. I am glad that our company has placed high priority 
to the investment in new technology for upgrading our operations. Much has been 
spent in acquiring the machines to manufacture products more cost effectively. 
This gives me more opportunities to exercise my creativity at my workplace. (Male 
/ 21- 30 years / Business Degree / Process Engineer) (Quote 19) 
Feedback from Dragoco's Participant 8, she says: 
Our management has come out with the suggestion box for us to contribute our 
creative ideas for consideration and shortlisted for implementation. My 
supervisor also allows me to be involved in numerous projects, thus giving me the 
opportunities to think creatively. In addition, I am encouraged to manage reports 
that require analytical approach. (Female / 21 - 30 years / Secondary Education 
/ Process Technician) (Quote 20) 
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Feedback fi-om SFI's Participant 3, he says: 
Our management always encourages us to be flexible and think out of the box. 
With this thinking, I always let my staff use their creativity and develop their ideas 
into actions. One of my tasks is to guide them and provide directions to achieve 
their innovative ideas. It is through this approach that my staff feels very 
encouraged to try their ideas. They learn through their failures and enhance on 
their successes. (Male / 21- 30 years / Business Degree / Customer Service 
Manager) (Quote 21) 
Feedback fi-om Dragoco's Participant 4, he says: 
My supervisor has always been my mentor and he is very supportive to help me in 
resolving different types of problems that come along the way. It is through this 
teaching and coaching approach that I learn to be more creative and innovative in 
handling my tasks. (Male / 21 - 30 years / Diploma /Technician) (Quote 22) 
Thus, the above are reflections that in both companies there are people who felt 
that their superiors are influencing them to exercise creative initiatives (quote 17) 
in performing their daily tasks and this can be done through more on-the-job 
training (quote 18). It is also perceived by this group of people that their company 
has invested in the latest technology (quote 18) to upgrade their operations and this 
provides them opportunities to exercise their creativity (quote 19). Others also felt 
that their organization encourages them to submit creative ideas for consideration 
and shortlisted for implementation (quote 20). There is an indication that the 
management encourages them to be flexible and think out the box (quote 21) and 
the teaching and coaching approach (quote 22) helps them to be creative. 
We now turn to the fact that there is a larger minority in Dragoco who say 'no' to 
questions in Table 8.1 
E) Participants that say 'No' to the research sub-questions (14.1, 14.2, 14.1, 
15.2, 15.5, 16.4, 17.1, 17.2, 17.3 where there are significant differences) are 
analysed first to understand what their reasoning might be. 
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Feedback from Dragoco's Participant 2, he says: 
// is recognized that effective communication skill training is a good scheme. It 
gives our staff better opportunities to contribute to our company after the training. 
However, management has shown no strong effort to encourage this to happen. 
(Male / 41-50 years / Production Manager) (Quote 23) 
Feedback from Dragoco's Participant 5, she says: 
My view is that although my supervisor supports us to go for continuous learning 
at our workplace, but it is done in a sporadic way and there is no sense of 
urgency. I think there should be more demonstration from management to 
encourage us. (Female / 21 - 30 years / Diploma / Laboratory Technician) 
(Quote 24) 
Feedback ft-om Dragoco's Participant 6, she says: 
For those colleagues who decided to leave, the exit interviews shows that they are 
very concern with too much organizational changes and that disturbs their 
confidence level of the organization's stability. (Female / 41 - 50 years / 
Secondary Education / Human Resource Administrator) (Quote 25) 
Feedback from Dragoco's Participant 10, she says: 
It is good to see that the organization is investing in new process technology, but 
we are not encourage to contribute our creative ideas to further improve on the 
processes. We perceive that innovation comes from the headquarters and we are 
instructed to implement them. (Female / 21-30 years / Diploma / Production 
Supervisor) (Quote 26) 
Feedback from Dragoco's Participant 2, he says: 
Although we encourage our staff to share information and new knowledge in 
learning among the peers, there is reservation and is not widely practiced . This 
could be due to fear of losing the special knowledge one has acquired. (Male 7 41-
50 years / Production Manager) (quote 27) 
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Feedback from Dragoco's Participant 2, he says:M>' company encourages the 
workforce to be innovative. However, it is perceived by us that all technical 
changes to our process are much controlled by the Headquarters. (Male / 41-50 
years / Production Manager) (quote 28) 
Feedback from Dragoco's Participant 5, she says: 
We just follow the routine tasks spelled out by the standard work. There is no 
encouragement given to us to be creative. Therefore, I do not see a need for us to 
be creativity. (Female 7 21 - 30 years 7 Diploma 7 Laboratory Technician) (quote 
29) 
Feedback from Dragoco's Participant 6, she says: 
Continuous improvement is important as it allows us to be creative and innovative. 
However, this philosophy is not significantly felt in my company because there in 
minimum promotion for continuous improvement. (Female 7 41 - 50 years 7 
Secondary Education 7 Human Resource Administrator) (quote 30) 
The above feedbacks are reflection that there are respondents fi-om Dragoco 
company who felt that their superiors recognized that effective communication 
skill training is a good scheme, but their management does not show strong effort 
to encourage them to go for the training (quote 23). This is further shared by 
another respondent who says that the continuous learning at their workplace is 
being carried out in a sporadic way and their superiors do not show sign of urgency 
(quote 24). In addition, the continuous improvement philosophy is not significantly 
felt (quote 30). In addition, there are too much organization's changes and this 
gives a perception of instability in the organization (quote 25). Another feedback 
perceives that their organization does not encourage them to contribute to creative 
ideas as their headquarters are in control of changes (quote 26). Thus this may 
have impact in their thinking that sharing of information is restricted (quote 27). 
Al l this suggests that here is a strong impression from the interviewees that 
negative feelings are present in the workforce and this may therefore explain the 
higher minority in the Dragoco statistics. 
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Summary: 
The researcher classifies the positive responses in four aspects: 
They are in terms of (i) securing communication skills that can provide access to 
the knowledge network of others and that can enrich the learning climate within a 
workplace (enhance their personal competencies, more effective in requesting, 
make better decision, communicate better, work better as a group) (quotes 1, 3, 4, 
5, 6 ), (ii) procuring skills that regulate the motivation and affections related to 
learning - meaning self regulation of motivation and affection (encouragement and 
supports, no ending in upgrading, continuous learning process never stop, 
influence their staff to participate, continue to accept the training, beneficial, stay 
employable (quotes 7, 8, 9, 10, 11, 12), (iii) promoting peace and stability to enable 
specialization, synergy, cohesion, and integration (very conducive working 
environment for learning, morale in general is good, good teamwork (quotes 13, 
15) and (iv) causing creative turmoil to instigate innovation (exercise creative 
initiatives, invested in the latest technology, opportunities to exercise their 
creativity, flexible and think out the box) (quotes 17, 18, 19, 21) 
As we noted in the statistical analysis, there is some difference between the two 
companies because although both companies are said to support and be positive 
about the issues underlying the questions, nonetheless there is a substantial 
minority in the Dragoco group who say 'No'. Dragoco's responders who perceived 
that their organization does not 'show strong effort' (quote 23) to encourage their 
staff to improve their communication skills and the concept of continuous learning 
is 'done in a sporadic way and there is no sense of urgency'' (quote 24). The 
researcher also concluded this might be explained that providing the 'peaceful and 
stability' environmental in Dragoco (Western-German) company is less significant 
in nature as there is this feeling of 'too much organization changes and there is 
lack of confidence in organizational stability', (quote 25). Generally, Dragoco's 
responders recognize that their Company has acknowledged the importance of their 
company providing the conducive environment at the workplace, but they perceive 
their management has not demonstrated enough to show its seriousness to 
encourage its staff to participate in 'creative thinking', (quote 26) 
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In short, analysis of the above quantitative and qualitative data suggests that higher 
percentage of workers fi-om Dragoco (Western-German) company as represented in 
the survey is less convinced that their company is serious in promoting a 'climate 
of personal and social relationships within the organization in supporting new 
learning. 
Table 8.2 
SFI and Dragoco Participants' Perception on Communication Skills 
Question 
Number 
Item T2B B2B ChiSq df P 
14.8 
Without social 
skills there can 
be no favorable 
learning climate 
within a 
workplace. 
Case 1: 
SFI 124/98% 0/0% 
5.475 1 0.019 
Case 2: 
Dragoco 
105/89% 5/5% 
14.9 
Without highly 
developed 
communication 
skills, there can 
be no favorable 
learning climate 
within a 
workplace. 
Case 1: 
SFI 94/75% 
5/4% 
0.441 1 0.507 
Case 2: 
Dragoco 
102/76% 8/8% 
14.10 
My friendly 
interaction at 
the workplace 
allows me to 
participate in 
the 
communication 
network with 
my peers. 
Case 1: 
SFI 
118/94% 0/0% 
5.748 1 0.017 
Case 2: 
Dragoco 
100/85% 5/5% 
15.8 
My emotions 
play an 
important role 
in motivating 
me to acquire 
more 
knowledge. 
Case 1: 
SFI 117/93% 3/2% 
0.761 1 0.383 
Case 2: 
Dragoco 
103/87% 5/5% 
15.9 
When 1 am well 
motivated 1 can 
Case 1: 
SFI 
110/88% 3/3% 1.018 1 0.313 
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be more 
creative and 
innovative at 
the workplace. 
Case 2: 
Dragoco 
112/95% 1/1% 
15.10 
1 am more 
committed to 
my job when 
meaningful 
tasks are 
assigned to me. 
Case 1: 
SFI 123/98% 0/0% 
3.167 1 0.075 
Case 2: 
Dragoco 
115/97% 0/0% 
15.11 
It is important 
for my 
organization to 
recognize my 
emotional and 
effective drive 
so that 1 can 
perform better. 
Case 1: 
SFI 
115/92% 3/3% 
0.831 1 0.362 
Case 2: 
Dragoco 
106/90% 1/1% 
16.6 
Peace and 
stability in an 
organization 
are necessary 
for my gradual 
improvement. 
Case 1: 
SFI 
117/94% 3/3% 
2.862 1 0.091 
Case 2: 
Dragoco 
113/96% 0/0% 
16.7 
Company 
undergoes 
frequent 
reorganization 
will disturb the 
employees' 
performance. 
Case 1: 
SFI 
88/70% 8/8% 
0.170 1 0.680 
Case 2: 
Dragoco 
99/84% 11/11% 
16.8 
Lack of peace 
and stability in 
a firm results in 
not able to 
optimize the 
utilization of 
intellectual 
assets. 
Case 1: 
SFI 
99/79% 0/0% 
0.873 1 0.350 
Case 2: 
Dragoco 
113/96% 0/0% 
17.6 
Organization 
needs to 
establish 
corporate 
curriculum to 
encourage 
learning. 
Case 1: 
SFI 
117/94% 0/0% 
1.031 1 0.310 
Case 2: 
Dragoco 
113/96% 0/0% 
17.7 
The economy 
today is 
Case 1: 
SFI 
115/92% 0/0% 1.070 1 0.301 
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transforming 
into a 
l<nowiedge 
economy. 
Case 2: 
Dragoco 
107/91% 0/0% 
17.8 
Companies, 
individuals and 
teams need to 
develop the 
necessary 
competencies 
to be able to 
participate in a 
working life 
that is based on 
knowledge 
productivity -
the ability to 
add value to 
products and 
services. 
Case 1: 
SFI 
Case 2: 
Dragoco 
120/96% 0/0% 
1.057 0.304 
113/96% 0/0% 
Table 8.2 above shows how SFI and Dragoco participants perceive their new 
learning opportunities. The above table shows respondents that say (i) 'strongly 
agree' and 'agree' to the sub-questions and this is represented by column T2B and 
those who (ii) 'disagree' and 'strongly disagree' represented by column B2B. The 
researcher again classifies the sub-questions into four categories as stated below 
and comments on the Chi-square test results: 
• securing commimication skills that can provide access to the knowledge network 
of others and that can enrich the learning climate within a workplace (question 
14.9), 
• procuring skills that regulate the motivation and affections related to learning -
meaning self regulation of motivation and affection (questions 15.8, 15.9, 15.10 
and 15.11), 
• promoting peace and stability to enable specialization, synergy, cohesion, and 
integration (questions 16.6, 16.7 and 16.8) and 
• causing creative turmoil to instigate innovation (questions 17.6, 17.7 and 17.8). 
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The Chi-square test results of above questions show there is no statistically 
significant difference between the answers to above questions from the Eastern-
Singaporean and Western-German case study companies. The overall Chi-square 
test results with one degree of freedom range from 0.170 to 3.167 and p > 0.05. It 
appears that there is agreement about the issues raised in the above questions in 
each of the four categories, with two exceptions. 
In the first category on "securing communication skills that can provide access to 
the knowledge network of others and that can enrich the learning climate within a 
workplace", there are two questions as below that show statistically significant 
relationship between the variables. They are: 
a. that in both companies a very substanfial majority of people (SFI 98% Vs 
Dragoco 89% represented in the T2B) think "Without social skills there can be no 
favorable learning climate within a workplace" (Question 14.8). The Chi-square 
test shows statistically significant relationship between the variables as chi-square 
with 1 degree of freedom = 5.475 and p value < 0.05. 
b. similarly, a substantial majority of people (SFI 94% Vs Dragoco 85% in the 
T2B) think "My finendly interaction at the workplace allows me to participate in 
the communication network with my peers" (Question 14.10). The Chi-square test 
shows statistically significant relationship between the variables as chi-square with 
1 degree of freedom = 5.748 and p value < 0.05. 
The above data shows that there is a difference. However, the data do not tell what 
the cause is and the researcher is now looking at the qualitative data for explanation 
and then, at a later stage, support for the research hypothesis that the difference is 
caused by culture. 
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A) Qualitative feedback that without social skills there can be no favorable 
learning climate within a workplace 
Feedback from SFI's Participant 3, he says: 
Our management has given us adequate training on listening and communication 
skills, and team-building so that we can perform our tasks more effectively and 
able to understand each other better. This favorable condition motivates us to excel 
in our continuous learning. (Male / 21- 30 years / Business Degree / Customer 
Service Manager) (quote 27) 
Feedback from Dragoco's Participant 4, he says: 
My supervisor has always urged us to learn more and creates a conducive 
environment for us to participate and share our knowledge. This platform 
provides good feeling for us to adopt the continuous learning at our workplace. 
(Male / 21 - 30 years / Diploma /Technician) (quote 28) 
The above feedback illustrates how both companies have a culture that the social 
skills such as 'team building, listening and communication' provide favorable 
learning chmate within their workplace'. These training are adequate and the 
conducive environment (quote 27) allows them to excel in their new learning 
(quote 28). The respondent from Dragoco mentions that their supervisor motivates 
them by ''always urged us to learn more' (quote 28). As to the SFI's respondent, he 
shares that 'the favorable' (quote 27) working environment is a form of motivating 
factor that encourages him to seek 'continuous learning' (quote 28). 
B) Qualitative feedback that my friendly interaction at the workplace allows me 
to participate in the communication network with my peers. 
Feedback from SFI's Participant 9, she says: 
Because of myself This can be illustrated by some motivation to learn, I usually 
take the first step to request for assistance and raise questions during small group 
activities. In this way my friendly approach helps me participate in the 
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communication network within my company. (Female / 21 - 30 years / Diploma in 
Chemical Technology / Senior Technician) (quote 29) 
Feedback from Dragoco's Participant 7, she says: 
/ know that changes in the company are taking place very fast and my superior 
always guide us to be active during our weekly meeting in order to have 
continuous learning from my colleagues. I take this opportunity to learn and often 
ask for more information related to my process. (Female / 21 - 30 years / Diploma / 
Process Technician) (quote 30) 
The above feedbacks allow the researcher to perceive that the respondents from 
both companies demonstrate the implication that it is important to have friendly 
interaction at the workplace and that allows them to participate in the 
communication network with their peers. It is recognized that networking requires 
one to take the first step to request during the small group activities sessions (quote 
29). As to the Dragoco's respondent, he shares that this is the opportunity for 
promoting better communication at the workplace. He shares that 'the weekly 
meeting' (quote 30) sets the platform for him to gather more information relating to 
process improvement. 
The researcher continues to look for clues to imderstand why a larger number of 
Dragoco's responders say 'no' to the above two questions. Following are the 
analysis. 
Feedback from Dragoco's Participant 2, he says: 
My company is very sensitive to cost. As long as it involves spending, management 
will hesitate to promote skills training opportunities, especially during this period 
of slow business growth. (Male / 41-50 years / Production Manager) (quote 31) 
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Feedback from Dragoco's Participant 5, she says: 
/ was very much involved in effective communication skill training in my previous 
employment, but I do not see the encouragement of this learning at my present job. 
My supervisor is just interested in asking us to deliver results. (Female 7 21 - 30 
years / Diploma / Laboratory Technician) (quote 32) 
Feedback from Dragoco's Participant 6, she says: 
From my observation, my company does not provide good supporting platform for 
learning from each other. I will estimate less than 50% of the staff are involved 
and committed to exchange their view. Therefore, participation level is limited. 
(Female / 41 - 50 years / Secondary Education / Human Resource Adminisfrator) 
(quote 33) 
Feedback from Dragoco's Participant 7, she says: 
/ have no opportunity to interact with my peers for information sharing. 
Currently, I just follow instruction given by my supervisor to handle daily tasks. 
(Female / 21-30 years / Diploma / Process Technician) (quote 34) 
From the above feedback, the researcher deduces that the responders perceived that 
their company is very much constrained by tight budget control as they are very 
sensitive to cost and do not see (quotes 31 and 32) the needs to provide favorable 
climate for learning social skills. It is perceived that the management hesitates to 
promote skills training opportunities (quote 31) and they are very much result-
oriented as they are just interested to have staff to deliver results (quote 32). 
Therefore, without providing social skills there can be no favorable learning 
climate within the workplace in Dragoco organization. 
In addition, Dragoco's responders also perceived that their company does not 
provide good supporting platform for them to interact among themselves, thus the 
participation level is limited (quote 33). They perceived that the lack of opportunity 
to interact and the feeling of just follow instruction (quote 34) limit their initiative 
to have friendly interaction at the workplace. This affects their opportunities to 
participate in the communication network with their peers. 
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8.3 Summary 
The findings based on the fourth research question on providing adequate 
conducive 'climate of personal and social relationships to enhance their knowledge 
in new learning' show that both companies have shown positive patterns in their 
views about how some form of environmental platform is established to support 
corporate curriculum, similar to the review done by Kessels (2001:497-506). The 
data from Tables 8.1 and 8.2 show nonetheless some statistically significant 
differences between the two companies in responses about providing conducive 
environment in enhancing new learning and culture. 
The researcher now summarizes the key differences and also indications of 
common ground in the two organizations. Summarized below is the main 
difference and the researcher's view about what could explain those differences. 
• affections for the current job that I am performing (Question 15.6: SFI 67% 
say 'Yes' Vs Dragoco of 24% ) 
The respondents from the Eastern-Singaporean company perceived strongly (67%) 
that they have affections for performing their current jobs. Only 24%) of the 
Western-German company's respondents perceived with similar strong feeling. 
The researcher perceives that both companies demonstrate the importance of 
providing adequate conducive environment to enhance new learning. However, the 
Eastern-Singaporean company emphasizes stronger view and this could be due to 
(as explained in Chapter Five) a situation where the organizational and national 
cultures are more aligned than the Western-Germany organization. The researcher 
views that the management in this organization could have demonstrated the 
importance of having conducive working environment to promote and encourage 
their staff to accept more new learning. This is evident by the Customer Relation 
Manager who mentions "My management group is seen as my key motivator". 
(quote 8) 
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Similarly, the Western-German top management is also committed to provide the 
environment for encouraging new learning. This is reflected by the feedback from 
the Production Manager that says 'My staff is exposed to formal communication 
skill training such as 'team building', 'effective writing', 'public speaking' and 
'business communication and they view these as valuable.' (quote 6) Another view 
from the Customer Relation Manager who says 'Our company has invested in the 
latest technology for our manufacturing facility. Our staff is sent for more on-the-
job training for this new requirement. This is a strong encouragement for our staff 
(quote 18) 
However, the extent to which the individual is influenced to accept the 
environmental factor depends on at least two major factors: the individual's service 
in the organization as well as his/her attitude towards the organization's 
positive/negative dimensions of the organizational culture which has impact on the 
learning in the organization. 
As discussed in previous chapter, the above analysis reflects Hofstede's (1991:51-
66) view that there are significant differences between countries' culture on the 
individualism index (EDV) at the workplace. The Eastern-Singaporean company's 
culture is in a country which shows a low individualism index scores of 20 (1991, 
53) and the Western-German or Germanization is based in a country, Germany, 
where the IDV score is high of 67 (Hofstede, 1991:53) and it tends more towards 
the individualism pole. This could help to explain the findings of higher percentage 
of respondents from SFI indicating very positively fraining opportunities in their 
organization as opposed to Dragoco which shows an inclination to a more negative 
view. These are reflected by key words used by SFI's respondents "encouraging 
them to attend'' (quote 3), '''provides us effective communication skill training" 
(quote 5) and "often influence our staff to participate the training." (quote 9) This 
allows the researcher to ftuther confirm the hypothesis that the differences between 
the two companies can be explained by 'east' and 'west'. 
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The researcher continues to analyze the differences in other sub-questions and 
shown below are some of the illustrations. 
• that I am trained in interpersonal skills (Question 14.2: SFI 71% say 'Yes' Vs 
Dragoco of 59%), 
• that my immediate supervisor motivates me to have continuous learning 
(Question 15.2: SFI 92% say 'Yes' Vs Dragoco of 56%), 
• that my supervisor encourages creative and innovative idea from me (Question 
17.1; SFI 86% say 'Yes' Vs Dragoco of 59%), 
The above feedbacks show that the Eastern-Singaporean company's respondents 
perceived strongly that providing conducive environmental factors is a priority of 
their supervisors and beneficial as it helps them to be more effective in accepting 
new learning and this allows them to communicate better with their peers. 
Although the Western-German company's respondents perceived this in the same 
way as their Eastern-Singaporean counterparts, they did so with lesser degree of 
agreement. The researcher sees this trend to be linked to the east-west cultural 
differences as explained above. The researcher perceives that the Western-German 
company's respondents draw their conclusion based on their views that their 
management had demonstrated lesser positive commitment to the aspects of 
providing adequate platform for new training. A company with tendencies to 
collectivism and high power distance is likely to be more concerned with providing 
a strong platform for training, because in the researcher's view the eastern culture 
that is low individualism/low power distance expects their management to provide 
them direction to learn and once this is set in place, they wil l stay very focused and 
achieve the goals. This is opposite to that of the 'Western' culture that is low 
collectivism/high power distance where the employees are not dependent on their 
employers' direction of lifelong learning at the workplace. 
Again, the researcher concludes that there is a continuous trend showing the 
differences in the 'Eastern-Western' culture in supporting new training in the 
Eastern-Singaporean and Western-German companies. Both companies are 
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involved in supporting the training, with the east showing more positive attitude 
than the west in delivering the results. 
In Chapter Nine, the researcher plans to draw conclusions to the following 
principal questions of this thesis. 
• Is there a difference in approaches to the provision of a corporate curriculum 
between the two case-study companies? 
• I f there is a difference, to what extent can this be attributed to national 
culture values and to what extent to company cultural values? 
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Chapter 9 
CONCLUSION 
This final chapter aims at drawing conclusions about the effectiveness of lifelong 
learning at the workplace between the Eastern-Singaporean and Western-Germany 
culture of the two case-study organizafions in Singapore and about whether the 
Eastern and Western organizations cultural differences have an impact on training 
development. Basically, the researcher will address the following two areas as 
indicated in Chapter 1. They are: 
A) Is there a difference in approaches to the provision of a corporate curriculum 
between the two case-study companies? 
B) I f there is a difference, to what extent can this be attributed to national 
culture values and to what extent to company cultural values? 
Both qualitative and quantitative tools have been used, namely participants' 
structured interviews and questionnaires. Participants representing the two case 
study organizations are from various levels of the organizations' hierarchy, 
representing the machine operators, technical and service supporting staff, middle 
management and the fiinctional managers. Implications are dravm regarding the 
roles and involvement of employees and employers in the development of lifelong 
learning at the workplace. Further implications are drawn regarding the impact of 
national and organization's culture in closing the gap between the Eastern and 
Western culture organizations in the field of training development in Singapore. 
Finally, the chapter offers suggestions for fiiture research to better understand the 
wider cultural context of an organization in shaping attitudes towards training and 
development within it. The researcher is aware that work-based training can be 
either competence-based or much wider, with lifelong learning goals in view. The 
point is this: government and pubhc policies can create a climate that is either 
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supportive of work-based learning or which hinders it. However, governments 
live on relatively short-term time scales whereas hiunan beings - employees - live 
their lives on a longer time frame. The researcher sfresses that it is better therefore 
to cultivate workers who have the general skills to continue to learning in new 
areas or domains of expertise in within the organization. This implies a work-based 
training that is not narrow or too focused on solving the problems only of today. 
Hence, really good companies should keep their eyes on a longer-term future. 
The researcher has classified the findings into major and others as follows: 
9.1 Major Findings: 
Let us first consider the two major questions: 
A) Is there a difference in approaches to the provision of a corporate curriculum 
between the two case-study companies? 
B) I f there is a difference, to what extent can this be attributed to national culture 
values and to what extent to company cultural values? 
In general, we have seen from the previous chapters that there are some differences 
- some of which are statistically significant - between the two companies, and that 
the employees articulate these differences in the interviews. From the previous 
chapters, the researcher views that the establishment of a company's training 
curriculum to support lifelong learning is very much influenced by the company 
cultural values and to some small extent by the national culture values. It is the 
company cultural values that wil l bring the organization to be aligned and progress 
to achieve the company's objectives, and the analysis of these in Chapter 4 showed 
the distinctiveness of each company. 
However with respect to national cultural values, in Chapters 5, 6 and 7, the 
summaries have argued that the individualism/ collectivism vs power distance 
plays a key role in determining the extent of commitment by the respective 
management in providing and supporting lifelong learning at the workplace. It is 
perhaps easier for the Eastern-Singapore company (SFI) to gain assent to their 
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approach because this is in accord with the local values. For example, SFI 
respondents provide feedbacks such as "My superior supports and encourages 
training as the knowledge helps me to perform better quality work'' (Chapter 5: 
Quote 15) and "My company has structured formal training such as 'Negotiation 
skills', 'Communication skills', and 'Customer relationship management' to assist 
our training needs" (Chapter 6: Quote 1). 
On the other hand, there were often larger minorities not satisfied with the policy 
of the Western-German company which is often in confrast to the local 
Singaporean values, and therefore the values of the employees. This is evident in 
one of Dragoco's feedbacks that "the superior has not promoted situation for him 
to apply his knowledge and to learn more" (Chapter 5: Quote 19). Further remarks 
from Dragoco's respondents include such as "I do not envisage the company of 
promoting a structured problem solving techniques " (Chapter 6: Quote 23). 
In addition, these over-arching questions addressed issues arising from Kessels' 
work and this led to more specific questions: 
A) Approaches in providing subject matter expertise (Chapter 5:102-103, 108-
109) 
This quesfion is aimed at addressing the level of competencies related to acquiring 
subject matter expertise through a training and development plan. 
There is evidence showing that the effectiveness of lifelong learning at the 
workplace in Singapore context of both the Eastern-Singaporean and Western-
German organizations is very much limited to the current domains that the 
employees are assigned to. The employers' methods for identifying these training 
needs are based on the immediate expected contribution by the employees to the 
business objecfives of staying competitive in their respective industries. In 
summary, workplace learning is in existence, but largely very much on a result-
oriented basis rather than on a process-oriented one in which participants are 
encouraged to be creative. There is also a trend showing the differences in the 
Eastern-Singaporean and Western-German companies in supporting the training. 
178 
Both companies are involved in supporting the training, with the Eastern-
Singaporean company showing more positive attitude than the Western-German 
company in delivering the results. 
B) Approaches to fraining staff on problem solving techniques (Chapter 6:118-
121, 130-131) 
This is a question about learning to solve problems by using domain specific 
expertise. It is important to develop competencies with which existing domain 
specific knowledge is applied to solving new problems. This requires both 
reproductive skills and also productive skills, meaning the ability to act in new and 
ill-defined problem areas. 
There is evidence showing differences in training development between Eastern-
Singaporean and Western-German organizations. Findings show that both the 
Eastern and Western culture organizations recognize the importance of developing 
a learning climate at the workplace. They indicate the importance of acquiring 
intellectual capital in the knowledge-based economy. They highlight the 
importance of structuring an organizational learning curriculum to support a 
lifelong learning platform for the employees' and the organization's development. 
However, there is a continuous trend showing the differences in the Eastern-
Singaporean and Western-German companies' culture in supporting problem-
solving, with the former showing more positive attitude and approaches than the 
latter. 
For business excellence and survival, both the Eastern and Western culture 
organizations adopt Western management tools and philosophy such as team 
building, benchmarking, performance management systems as well as Eastern 
techniques such as kaizen and lean manufacturing systems (from Toyota 
Manufacturing System). The primary objective is to move forward in pursuing 
business excellence and they will adopt whatever tools are available and 
appropriate for dehvering their respective expected objectives. The origin of the 
tools or the management philosophy becomes of no significance to the Eastern or 
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Western culture organizations. Achieving business excellence becomes the driving 
force to bridge the gap and iron out the differences in cultural practices. 
The research question has provided evidence of the Eastern and Western culture 
organizations cultivating and promoting a platform for acquiring new knowledge, 
building knowledge networks, redesigning business processes and pushing for 
radical innovation, although with some differences in the perceptions of the 
employees. 
C) Approaches to develop reflective skills and meta-cognitive skills (Chapter 
7:140-141, 145-14) 
The purpose of this research question is to establish the Eastern-Singaporean and 
Western-German approaches - and possible differences between them - to 
developing reflective skills and meta-cognitive competence conducive to locating 
paths leading to new knowledge. 
The data summarizes the Chi-square test results to have shown statistically 
significant relationship between the answers to those sub-quesfions in both the 
Eastern-Singaporean and Western-German case study companies. Findings show 
higher percentage of respondents from the Eastern-Singaporean company 
indicating very positively training structures in developing reflective skills and 
meta-cognitive skills that enable them to approach problems in their organization 
as opposed to the data from the Western-German company which shows an 
inclination to a less positive view, but nonetheless still positive. The researcher 
therefore concludes that both the Eastern and Western culture organizations 
promote the primary reflective skills and meta-cognitive skills in their training, but 
Kessels' (2001:503) concern that companies are not introducing skills training to 
the workforce to manage complexity outside the employees' domains is still very 
valid. In other words, the study so far gives sufficient evidence that lifelong 
learning at the workplace is being promoted in both case-study companies, but they 
are very 'restrictive' in approach. 
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This conclusion provides opportunities for both case-study companies to explore 
enhancement in their training curriculum to rectify the bias to restrictive 
approaches. 
D) Approaches in providing climate of personal and social relationships for 
supporting new learning (Chapter 8:153-156 andl66-169) 
This question aims at understanding the level of commimication skills provided by 
the Eastern-Singaporean and Western-German organizations to the staff. It is 
recognized that securing the right communication skills and setting the right 
conducive environment is important in getting access to the knowledge network of 
others and that this wil l enrich the learning climate within a workplace. 
Findings show that both case study companies have shown positive patterns 
towards establishing an environment for new learning. Apparently, the Eastern-
Singaporean and the Western-German culture organizations do show significant 
differences in the way they drive new learning at the workplace. The Eastern-
Singaporean company's respondents perceived sfrongly that their company has 
placed top priority in providing conducive environment to encourage and support 
them in accepting new learning. Although the Western-German company's 
respondents perceived this in the same way as their Eastern-Singaporean 
counterparts, they did so with lesser degree of agreement. The researcher concludes 
that both the Eastern and Western culture organizations have been perceived to be 
positively involved in structuring a corporate curriculimi to motivate and encourage 
new learning for the workforce, but they do so with different degree of emphasis. 
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9.2 Other Findings 
1. The CEO of SFI has strong western contacts (Chapter 4: section 4.2). One of 
the ways in which business excellence impacts on people at work is through the 
mechanism of cultural transmission built into the personal networks and 
experiences of business leaders. In this sense, the logic of performing well in the 
business is not impersonal; it is interpreted and enacted by people and the way in 
which that is done is related to their experience, understanding, passion and 
ambition. In organizations where the leaders possess these qualities and contacts 
we would expect a strong customer-focus and a positive attitude to learning. When 
this is the case, traditional cultural orientations of people at work will be under 
great pressure of change. Where they are absent, business failure is a possibility. 
2. The first and second research questions on 'subject matter expertise' and 
'provision of problem solving techniques' show that both case study companies 
have shown positive pattern towards establishing some form of corporate 
curriculum, as the review done by Kessels (2000:2) would lead us to expect. 
Although the Eastern and Western culture organizations have shown significant 
differences in the way they drive learning at the workplace, both Eastern and 
Western culture organizations have been perceived to be positively involved in 
structuring formal and informal training for the workforce. Whether this wi l l help 
them become knowledge-productive in the sense described by Kessels, is however, 
another matter. 
3. The two companies discussed in this study are successfiil. They have developed 
rapidly and look outwards fi-om their home market in Singapore. Unlike a previous 
generation of Singaporean companies they are not content merely to engage in low 
added-value manufacturing. That is the way to business failure. I f they (and 
companies like them) continue to succeed, they wil l come to represent a serious 
competitive challenge to companies throughout the developed world. On the other 
hand, they may need to change even more profoundly than they have done so far. 
I f it is the case that success in the knowledge economy depends upon training and 
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development and creativity, these companies wil l need to improve some dimension 
of their corporate curricula. In particular, they wi l l need to develop 'expansive' 
rather than 'restrictive' forms of work-base learning. The feedbacks, especially 
those that show less positive perceptions, offer excellent opportunities for the 
management of the two case-study companies to relook at their training policy and 
the leadership styles in supporting the training curriculum. 
9.3 Limitations of the Findings 
As with any other research, there are limitations to the findings obtained. This 
research work is no exception. 
The first limitation is the intent to generalize the study, keeping the study within 
the Singapore context. This limitation that has been explained in Chapter 3, 
Section 3.2, where comparisons are made between the findings of this project, 
meaning the Eastern and Western culture of the two case-study companies 
operating in Singapore. It is a limitation because the findings may not reflect the 
general practices of other Eastern and Western organizations in Singapore. In 
some ways this is a strength, because the concentration on just two companies 
enables the researcher to keep constant the cultural factors that might shape the 
attitudes and motivations of employees. In this way, the researcher could therefore 
expose a little more clearly the influence of factors such as behavior and habits that 
are related to management and leadership in the organization. 
Of course, it is not possible to generalize fi-om Singapore to make statements about 
all Asian countries. On the other hand, any generalization that can be made about 
the Asian-Pacific economic area must be rich enough, or qualified enough to 
encompass the Singapore experience described in this study. 
The second limitation is the lack of data showing the quantitative effect of lifelong 
learning at the workplace on participants' and organizations' achievement. This 
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study reveals the 'voices' of employees in the two case study organizations. This is 
also a form of respect given to the employees and the mutual effort will synergize 
the training and learning. However, we have not heard the customers' voice which 
also must be considered in order to deliver the most optimum results for the 
organizations. The researcher has no data to assess empirically whether investment 
in these organizations in training and development shows up 'on the bottom line' of 
their profit and loss accounts. This whole field of research requires different kinds 
of studies to explore the full significance of lifelong learning in the workplace. 
9.4 Originality 
The researcher discusses the two aspects pertaining to the originality of this thesis 
writing. They are (i) originality of his empirical work, and (ii) the implications of 
the empirical work for the study by Hofstede. 
Firstly, the researcher likes to share his rationale for the choice of this topic for his 
thesis writing. In the Singaporane context, there is a general perception by the 
general workforce that lifelong learning in the workplace is often made available in 
multi-national companies (western) operating in Singapore. These companies will 
provide effective training curriculum to develop their staff in their career 
development within the organizations. This also implies that they will become 
more mobile in the industry and, given appropriate opportunities, they have a better 
propensity to secure higher earning power through a more vertical career path 
growth within and outside the companies where they are engaged. There is a 
perception that the domestic (eastern) multi-national companies in Singapore are 
more focused in achieving business excellence rather than investing in the human 
dimension. There is a strong belief that the well trained staff equipped with better 
knowledge-based talent wil l become more employable and will ultimately leave 
their organizations. So the question is why train them to benefit other 
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organizations. Through these two case-study companies, the researcher has an 
opportunity to verify this perception and whether this perception is valid. 
The findings of the study have shown that this perception is too simpHstic, that the 
local and foreign case study companies have a more complex response than this 
common perception allows. This is of importance for the Singaporean situation and 
could be of significance in bringing a more realistic analysis to Singapore. 
Secondly, the nuances discovered in the analysis of these two case study companies 
in one country challenges Hofstede's work which assumes that the common 
national culture is homogenous; his characterisation of cultural factors such as 
individualism/collectivism and high/low power distance is again too simphstic. He 
does not consider the economic and political factors that are very dynamic and 
have big impact in the behavior of the employees and the employers at different 
timeframe of business development. For example, the researcher observes that 
some but not all Singapore-bom Chinese have a tendency to respect and listen to 
the superiors because of the big distance power in place. As a result, the action 
plans that are developed collectively for continuous improvement are being carried 
out promptly. On the other hand, both case study companies are overwhelmingly 
staffed by Singaporeans - there is just one German manager in the German 
company - and the findings show that there are differences among Singaporeans in 
the two cases. 
Another critique of Hofstede's simplification can be mentioned from recent 
personal experience. The researcher who is now stationed in a Tianjin 
manufacturing facility, notices one significant difference in the mainland Chinese 
behavior. Owing to the high power distance, they do give the impression of 
obeying, supporting and agreeing on making changes collectively, but their actions 
very often imply 'individualism' characteristics as they respond superficially as i f 
in a high power distance and collectivist situation, but in fact react as individuals 
when carrying out - or not - the required actions.. 
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9.5 Post-script Reflection 
The researcher now considers this question "What I have learned/would do again 
differently?" i f given an opportunity to work on this thesis. 
Firstly, I may consider using a combination of Trompenaars's works on seven 
cultural dimensions (rules, group feelings, involvement, status, time and nature) 
and Hofstede's five national culture dimensions. This combinafion might allow a 
more subtle analysis and perhaps a more powerfiil academic application. 
Hofstede's work has its weakness of assuming the national culture is homogenous. 
Given the opportunity, further study has also to be sensiUve to consider the views 
of those 'imported foreign talents' now working in Singapore. 
Furthermore, a section of the current study shows how the different east/west 
organizational cultures can interplay with Kessels' study on the need to have 
training curriculum in the workplace of which this is not mentioned in Kessels' 
work. I would in future challenge this work more directly fi"om my findings. 
Secondly, I would probably like to extend any futiu-e study to include China. With 
globalization and more fi-ee trade agreements being conmiitted with many 
countries, China's economy wil l grow fast. Therefore future findings on 
organizational cultures fi-om west-multi-national companies and China national 
culture wi l l prove to be interesting and challenging. 
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9.6 Future Research 
The researcher wishes now to discuss the remedies to the above limitations. These 
problems also shed light on the fijture direction of research in the study of lifelong 
learning and whether it wil l help organizafions to become knowledge-productive. 
Firstly, it would be usefiil to extend the research of this study to include other 
Eastern and Western culture organizations operating in the Asia-Pacific (AP) 
countries such as Indonesia, China and Japan. The researcher thinks that this 
would offer the possibility of varying both cultural factors and other situafion 
consfraints, including differences in the ways in which globalization pressures are 
absorbed and articulated both into national economic policies and strategic 
management decisions in particular companies. Given this thesis, the researcher 
would expect that even in these different environments, the same pressures would 
be discemable. The way to achieve this would be to initiate similar projects in 
different organizations operating in AP and compare the results. 
The researcher understands that one approach is rarely adequate, and i f the results 
from different countries converge, i.e. agree, or fit together with this project, then 
greater confidence in the findings can be demonstrated. 
Secondly, future research to capture more quantitative details of the impact of 
participants' achievement in lifelong learning at the workplace would also benefit 
greatiy the evaluation process. Perhaps, a standardized list of achievement tests 
may be set up to evaluate participants' achievement and contribution to the 
organizations in terms of their knowledge-productivity. Some could be 
longitudinal studies of particular companies. Others could be comparative studies 
across different industries or countries. There is room, too, for detailed 
biographical studies of the learning and training experiences of different 
individuals e.g. men and women or migrant workers, skilled and unskilled 
employees etc to explore how they each experienced their learning careers. Such 
187 
focused micro studies would illuminate greatly changes in attitudes, values and 
competencies that occur as a consequence of new learning. 
The above suggestions made are intended to be indicative rather than exhaustive. 
Nor do these suggestions undermine the main approaches - both theoretical and 
methodological - of this study. Its conclusions stand despite the inevitable 
weakness of studies of this kind. Achieving business excellence is ironing out 
differences of work place practices among organizations both between and within 
national cultures. The mechanism that achieves this is competition. The 
mechanisms that mediate the pressures of competition are related to the experience 
and skills and leadership visions of managers. Singaporean managers operate 
under their ovm distinctive set of pressures that stem fi-om government policies. It 
is likely, however, that these same pressures wil l grow through the Asian-Pacific 
rim. Given this, the task in Singapore is to look fiirther ahead to retain its 
economic leadership through fiirther education, training and lifelong learning. 
Change is needed even to stand still. 
Finally, the researcher shares Kessels' (2000:2,5) view that "Learning to learn is a 
competence of universal value and importance. Individuals need this special 
learning ability to remain abreast of constantly changing working conditions. This 
applies more than ever when knowledge productivity becomes the main economic 
drive." He ftirther emphasizes "Therefore, each company should consciously 
design a corporate curriculum that turns the day to day work environment into a 
powerful learning environment." 
The implications of the views set out in these two quotations nevertheless converge 
onto one point: globalization pressures have highlighted everywhere in the world, 
the need for lifelong learning in the workplace. This is not a 'soft' conclusion that 
hard-headed business people can agree with but then ignore. Workplace learning 
under the competitive pressures of the modem economy is a vital ingredient of 
success. But to be successfiil it has to be planned and managed and supported. 
Whether this happens depends to a great degree on the level of commitment and 
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understanding of senior managers and leaders. In Singapore, many of the elements 
of successfial work-based learning are in place. Nevertheless, in many companies, 
even in those where there is an apparently strong commitment to work-based 
learning, many other elements are still missing. My hope is that this study will help 
inform, not only my own working practices but those of other managers in other 
companies so that we can all contribute more effectively to the development of the 
knowledge economy in Singapore. 
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Appendix I: Questionnaire 
1 Name of Participant 
2 Organization Name 
3 Organization headcount 
4 Nature of Business 
If others, please specify: 
5 Your Profession 
6 Course currently attending 
Local 
SME 
MNC 
Eastern Co. 
Western Co. 
Manufacturing 
Service 
Others 
ADBS 
ADQM 
DBA 
DPM 
DIE 
Others 
If others, please specify: 
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7 Is course sponsored by 
company? 
If others, please specify: 
No 
Yes 
Others 
8 Age 
Below 
20 
21-30 
31-40 
41-50 
Above 
51 
9 Sex Male 
Female 
10 Qualification - higher level Primary 
Secondary 
Tertiary 
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11.1 Does your Co. provide specific formal training 
pertaining to job? 
If yes, please indicate type of 
training 
No 
Yes 
11.2 Does your Company, provide informal training 
pertaining to job? 
If yes, please indicate type of 
training 
No 
Yes 
11.3 Does training provided by your Company 
enhance your skills? 
No 
Yes 
11.4 Does training help to develop 
your area of expertise? 
No 
Yes 
11.5 Is training seen as a form of 
career 
development in the 
organization? 
No 
Yes 
11.6 Is there special plan for 
learning 
in your organization 
If yes, please indicate type of 
training 
No 
Yes 
Strongly 
agree Agree Uncertain Disagree 
Strongly 
disagree 
11.7 In the training 1 have experienced, 
they are directly related to the scope 
of the target competencies. 
11.8 Main objective of training is to 
Improve my knowledge for 
application. 
11.9 A highly specialised work force does 
not make a learning organization that 
becomes knowledge productive 
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12.1 Does your Company provide 
formal 
training in problem solving? 
If yes, please indicate type of 
training 
No 
Yes 
12.2 Where do you see your strength 
in problem solving? 
Technical 
People dimension 
Both 
12.3 Does your supervisor/manager 
provide 
opportunities for you to participate 
in group-base problem solving? 
No 
Yes 
12.4 Does your supervisor/manager promote 
team-approach in problem 
solving? 
No 
Yes 
12.5 Does your supervisor/manager provide 
good 
facilities for the group in problem 
solving? 
No 
Yes 
12.6 Do you personally benefit in group-base 
problem solving technique? 
No 
Yes 
12.7 Do you find it helpful in 
your job? 
No 
Yes 
12.8 Do you agree that this form of making 
tacit knowledge explicit important to 
improving your job competencies? 
No 
Yes 
12.9 Can this explicit knowledge help 
you in solving new technical 
problems? 
No 
Yes 
12.10 Is there a structured training program 
to enhance your trouble-shooting skills? 
No 
Yes 
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Strongly 
agree Agree Uncertain Disagree 
Strongly 
H j c a n r p p 
12.11 1 can only solve problems related to 
those specific knowledge 1 had 
acquired. 
VJ10 U 1 l_( 
12.12 It is important to continue to upgrade 
my existing field of knowledge. 
There is a need to acquire 
12.13 productive 
skills to enable me to solve new and not 
well defined problem areas. 
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13.1 Do you feel confident in solving ail 
current problems 
No 
Yes 
13.2 Can your current technical strength 
be transferred? 
Have you received sufficient 
13.3 technical 
problem solving techniques for 
handling 
complex problems and handling 
several 
tasks simultaneously? 
No 
Yes 
No 
Yes 
13.4 Is your expertise very focused 
at one specific area? 
No 
Yes 
Strongly 
agree Agree Uncertain Disagree 
Strongly 
disagree 
13.5 1 am competent in resolving all 
simple 
recurring 
problems. 
13.6 1 have difficulty in resolving complex 
problems because of lack of new 
knowledge. 
13.7 My intelligence/expertise is focused 
in 
present domain/tasks assigned to 
me. 
13.8 1 am making good progress in 
current 
technology 1 have been exposed to, 
but 
lagging in other domain. 
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14.1 Do you have access to the knowledge 
networks of other divisions? 
No 
Yes 
14.2 Are you trained in interpersonal skills? No 
Yes 
14.3 Have you been trained on listening skills? No 
Yes 
14.4 Are you able to promote a favorable 
learning climate? 
No 
Yes 
14.5 What other fonnal communication 
skill training have you been exposed to? 
Please specify: 
Do you think other people 
14.6 listen 
easily to you? 
No 
Yes 
14.7 How often do you participate 
in networks of other division? 
Very often 
Often 
Sometime 
Seldom 
Strongly 
agree Agree Uncertain Disagree 
Strongly 
disagree 
14.8 Without social skills there can be 
no 
favorable learning climate within a 
Workplace. 
14.9 Without highly developed 
communication skills there can be 
no favorable learning 
climate 
within a 
workplace. 
14.10 My friendly interaction at the 
workplace allows me to participate 
communication network 
with my peers. 
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15.1 Do you see in yourself a need to 
continue to learn? 
No 
Yes 
15.2 Does your immediate supervisor 
motivate you to have continuous 
learning? 
15.3 Who else motivates you to further 
your learning opportunity? 
If others, please specify: 
15.4 What is the main driver for you 
to pursue continuous learning? 
If others, please specify: 
15.5 Do you become emotionally 
involved in your job performance? 
No 
Yes 
Colleague 
Family 
member 
Self 
Others 
Money 
Status 
Promotion 
Others 
No 
Yes 
If yes, does this improve 
your job performance? 
No 
Yes 
15.6 Are there any affections for 
the current job you are doing? 
15.7 Do you work more than is 
normally expected of you? 
If yes, please specify: 
No 
Yes 
No 
Yes 
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Strongly 
agree Agree Uncertain Disagree 
Strongly 
disagree 
My emotions play an 
15.8 important 
role in motivating me to 
acquire more knowledge 
15.9 When 1 am well motivated 1 can be 
more creative and 
innovative at 
the workplace. 
1 am more committed to my job 
15.10 when 
when meaningful tasks are assigned 
to me. 
15.11 It is important for my organization to 
recognize my emotional and 
effective 
drive so that 1 can perform better. 
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16.1 Is your working environment g peaceful? No 
Yes 
16.2 Is there often restructuring in your No B organization? Yes 
16.3 Is there often changes in your own g job? No 
Yes 
16.4 Is labor-turnover high at g your No 
workplace? Yes 
16.5 Are you happy working at g your No 
current office environment? Yes 
Strongly Strongly 
agree Agree Uncertain Disagree dis<!Qree 
16.6 Peace and stability in an 
organization are necessary 
for gradual improvement. 
16.7 Company undergoes frequent 
reorganization will disturb the 
employees' performance. 
Lack of peace and stability in a 
16.8 firm 
firm results in not able to 
optimize 
the utilization of intellectual 
assets. 
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17.1 Does your supervisor encourage creative 
and innovative idea from 
you? 
17.2 Do you see a need for contributing 
creativity at your work-
place? 
17.3 Does your organization as a whole 
encourage innovation? 
No 
Yes 
No 
Yes 
No 
Yes 
17.4 Do you enjoy change for new ideas 
or new way of doing things? 
No 
Yes 
17.5 Do you think that creativity and innovation No 
promotes continuous 
learning? Yes 
strongly 
agree Agree Uncertain Disagree 
Strongly 
disagree 
Organization needs to 
17.6 establish 
corporate curriculum to encourage 
learning. 
17:^. The economy today is transforming 
into a knowledge economy, 
17.8 Companies, individuals and teams 
need to develop the 
necessary 
competencies to be able to 
participate in a working life 
that 
is based on productivity --
the ability to add value 
to products and services. 
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Appendix I I : Semi-Structured Interview Questions 
1. What is your thought of Ufelong learning at your work place? 
2. Is organization learning important? 
3. Does training help your company to achieve better results? 
4. Do you see your company promoting lifelong learning? 
5. Does your company support training? 
6. What form of formal training is provided to your employees? 
7. What form of informal training is provided to your employees? 
8. Do you experience any difficulty in getting your employees in training? 
9. What is your company's expectation from employees who have received 
formal or informal training? 
10. Have you come across any employees reluctant to be trained? 
11. How do you encourage your employees to accept training? 
12. Do you foresee your employees leaving you after acquiring their training? 
13. What are key success factors to cultivate your company to adopt a learning 
organization environment? 
14. Do you create earning opportunities for your employees? 
15. Do your superiors support training? 
16. What is your CEO vision in terms of training? 
17. What type of leadership style is seen in your manager? 
18. What are the benefits of training — your opinion? 
19. What is your company turnover rate? 
20. Does your company promote learning platform at your work place? 
Profession: 
Age: 
Type of Company: Eastern / Western 
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